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ABSTRACT

Forty—-two individuals, comprising teams of three
people from 14 states, attended a conference planned to: (1) assist
vocational leaders in developing the intent, nature, and possible
structure {s) of vocational curriculums at different levels, (2) cause
participants to understand implications and provisions current
legislation has tor professional development in the area of
curriculu~, and (3) help participantge prepare a leadership
develoomeut plan to be implemented in their state for coordinating
and supervising the development of vocational education curriculums
at all levels. The 11 presentations delivered during the S5-day
conference included: (1) "A Planning and Managing Model" by Carl
Lamar and Billy Vice, (2) "Planning Techniques and Systems" by Ray
Cash, and (2) "Kentucky's Eduvcation Professions Development Act
(EPDA) Plan for Leadership Development™ by Mtary Lois Williamson. In
evaluating the institute, over 80 percent of the participants said
that the objectives were clear to them and that the material
presented seemed valuable. {Author /JdSs)
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INTRODUCTION

Need for the Institute

The Vocational Fducation Act of 1963 and the 1968 Amendments
emphasized the need for several ancillary services to assure quality
in vocational training programs. Curriculum development and the use
of curriculum materials are among these sevvices.

Competency of persons engaged in curriculum development is a key
factor in quality curricula being developed. Selecting, securing,
and maintaining a competent staff is a major problem in any state.
There are few, if any, organized educational prcgrams which are
structured specifically to prepare persons in vocaticnal education
for coordinating curriculum planning and development.

Personnel selected in most states to serve in curriculum assignments
have come from the ranks of successful vocational teachers, teacher
educators, and supervisors. TFortunately most of these people are
intelligent, alert, flexible, hard working individuals who have a desire
to succeed. With experience, they can become proficient in the preparation
of instructional materials, but usually know little about principles of
sound curriculum dewelopmer.t.

Poter.tial leaders for curriculum develcopment first need a sound
philosophy of curriculum and instruction in vocational education. Another
essential to the success of a sound vocational program is *» recognize
the importance of a relevant curriculum.

Leaders in curriculum development need to be proficien%t in identifying
and stating teaching objectives and analyzing them to determins relevant
content ars learning experiences. Well-designed programs for | 2piring
vocational persounel in these competencies must be implemented.

Tve t the close relationship between the curriculum and ::du. ational
medis  puersons in curriculum development need to be kunowledgeai:le in the
instri::tiowmal apylication of educational media for various groups and grade
ieve”>. Fur exzuple, persons who are skilled in preparing overhe.ud trane-
parencies @nd transparency originals appropriate to the curric..la mus: also
Le highlv familiar with the applications and limita tions for wr_.a the media
is “nzended. Likewise, persons who develop filmstr ips or colozui slidee to
suppo 't ing tructional inits must know the correct tauchniques of sing slides
and [ “mstrips in teac.aing.

Person . who divelop wocational curriculum and .repare ins—ructional
media #1so need to ass st teachers to use chem correctiy. Thisz involves
unders-and:-ng the rela:zionship of curriculum and inatructional techniques
and aic zs.



Persons who plan vocational curricula, supsrvise the preparation
of inmstructional mediz and work with vocational teachars in developing
proper instructional techniques need a combination of competencies
which are different from those needed by other professionally-trained
persons in vocational education. When leaders acquire these competencies
they are then able to help deve:op curricula commersurate with local
program needs.

Objectives of the Institute

The major objiectives of this project were to:

1. Assist vocational personnel in leadarship positiouns to develop
the intent, nature, and possible structure(s) of vocational
curricula at different levels in terms of:

a. Relating acadeniic and vocational courses

b. Optimizing career options from avaiiable resources
c. Determining socio-economic background of individuals
d. Optimizing the curxiculum structure for serving the

maximum number of students
e. Individualizing instruction

2. Cause participants to understand implications and provisions
current legislation has for professional development in:

a. Cvrriculum planning
b. Curriculum material development and dissemination

Teacher educators

Staff in the State Department of Education
Local administrators

- Instructors

c. Coordinating curriculum activities
3. Help participants prepare a leadership development plan to be
implemented in their state for coordinating and supervising the

development of vocational education curricula at all levels.

Development of the Institute

The proposal for this EPDA Institute was prepared in the spring of
1970 by Dr. Herbert Bruce and was tuabmitted to th: U. S. Office of Education
by Dr. Carl Lamar, Assistant Superintendent, Bureau of Vocational Education,
Frankfort, Kentucky, in March 1970. The proposal had the approval of
Mr. Wendell P. Butler, State Superintendent of Public Instruction, Frankfort,
Kentucky, and Dr. George W. Denemark, Dean, Collage of Education, University
of Kentucky.
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Prior to this date a National Committee had discussed the need

for the lastitute and the direction it should take.
rthe committee were:

Dr. Wiiliam Loomis

Mr. William Berndt

Dr. Herbert Bruce,

Dr. A. W. Tenney

Dr. Arthur Jeansen

Dr. David Allen

I'. Gene Bottoms

Mr. John Bunten

Dr. George Brandon

Jr.

Mr. Richard Hartmann

After the proposal was approved a committee was

Institute.

1970 to develop a general plan c¢Z action.
the committee recommended consultants with expertise relat

Institute topics.

Bureau of Adult, Vocational
and Technical Education

Division of Vocationmal and
Technical Education

Tnstructional Materials
Laboratory

Senior Program Officer

Jocational Education Media
Center

Department of Vocational
Education

Bureau of Vocational
Education

Director of Vocational
Education

American Vocational
Association

Division of Vocational
and Technical Education

The people on

Washington, D.C.

Washington, D.C.

University of
Kentucky

Washington, D.C.

Clemson University

University of
California

Georgia

Nevada

Washington, D.C.

Washington, D.C.

selected to plan the

The committee met at the Univerzity of Kentucky on July 7-10,

In addition to the general plan,
ive to *he suggested

They discussed guidelines for selecting participants and
reviewed the essential elements for evaluating the total project.

In order to have a base for leadership development in curriculum planning

to use during the Institute, Dr. John Rodgers, RCU Director,

Clemson University

and Mr. Frank Wimer, Director, Planning and Research, Olympia, Washington,

were selected to develop a planning and managing "model . "

Their first model

development session was held at the University of Kentucky, August 18-20, 1970.

Drs. Kenneth Hoyt, Maryland, Carl Lamar, Kentucky and Ivan valentine,

Colorado, agreed to critique the model draft.
cations were compiled,

each participant for use during the -Institute.

*

When their suggested modifi-
the model was revised and copies were forwarded to



In accordance with the proposal, a brochure was prepared to
inform perscons of the Institute. The brochure plus letters from
Mr. John Bunten, president elect of the National Directors Associ-
ation, and Dr. William Loomis, USOE were sent to State Vocational
Education Directors in each state. (Copies of the brochure and
letters are in the Appendix.)

The 42 participants representing 14 states were selected as
follows:

1. A ream of three participants from ea:h state was selected
to represent the following professioval categories:

- - Teacher Educators
- State Directors
- Mauagers of Curriculum Laboratories or cther leaders
responsible for curriculum development

2. Participation priority was given to states on the bhasis of:

- The status of a statewide leadership development procgram
funded by EPDA.

- The participants willingness to follow through on carrying
out the results on the Institutc.

-~ The participants willingness to make plans before attending
the Institute.

The program was organized to provide time for individual and group
reaction to each pre2sentation. Following the presentations and group
recactions, team work sessions were planned.

THE INSTITUTE

Developing the Program

Consultants, recommended by the planning committee, were selected
according to their area of expertise. Names of the consultants and
their presentations may be found in the Appendix.

Other competent leaders in vocational education contributed to the
success of the Institute. Most of them represented the State Department
of Education in Kentucky, Teacher Education, University of Kentucky, and
the Instructional Materials Laberatory for Vocational Education.

The inserted program which follows (page 5) gives the details of
the Institute.
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LEADERSHIP DEVELOPMENT
IN
CURRICULTA PLANNING

A Leadership Development Institute Sponsored by the State Departinent of
Vocational Education in cooperation with the University of Kentncky
throngh a grant funded by the Education Professions Development Act,
U. 5. Department of Health, Education and Weltare and in conjunction
with the Division of Vocational and Technical Edncation, USOE,

HERBERT . BRUCE, JR., Director
RALPH D, O'BRIEN, Associate Director

November 16 - 20, 1970

INSTRUCTIONAL MATERIALS LABORATORY
DEPARTMENT OF VOCATIONAL EDUCATION
COLLEGE OF EDUCATION
Q UNIVERSITY OF KENTUCKY
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THE INSTRUCTIONAL MATER!ALS
LABORATORY FOR VOCATIONAL EDUCATION

Department of Vocational Education
Dr. Harold R. Binkley

Staff of the IML for Vocational Education
Director: Dr. Herbert H. Rruce, Jr.

Specialists in:
Agricul ture
Business and Office
Distributive Education
Heal th Occupations
Home Economics
Trades and Industry

Proficiency Tests
(T & 1)

Staff Artists

Secretaries

Mr. Wilson Glenn Collins
Mrs. Judith Parsley

Mr. Merle Insko

Mrs. Joy Hill

Mrs. Anne Hayes

Mr. Ralph O0'Brien

Mr. Kenneth Noah
Mr. Doyle Stewart

Mr. Tom Vantreese
Mr. Raymond Gilmore

Mrs. Sue Davis
Mrs. Marilyn Garcia
Mrs. Betty Williams



PROGRAM
CARNAHAN HOUSE
Daily Schedule
Consultants® Presentation
Group Reaction
Group Work Sessions
Schedule of Major Topics and Activities
Sunday, November 15
Registration 4:00 p.m. ~ 6:00 p.m.
Holiday Inn North

Monday, November 16

8:00 a.m. Registration (continued). . . . Carnahan House
Presiding . . « « « « + = ¢ « o o « Harold Binkley
9:00 a.m. Welcome . « « « « « « + + & - - Gordon Liddle

Associate Dean
Graduate Studies and Research

9:15 a.m. Plan for the lmstitute . . . . Herbert Bruce
10:00 a.m. Break

10:15 a.m. Status of Developing
Professional Personnel . . . . Witliam Loomis

11:15 a.m. lmplications of Legislation
on Curriculum Development . . . William Berndt

1:30 p.m. A Relevant Education Process. . Jack Frymier
2:30 p.m. Break

3:00 p.m. Group Work Session . . . . . . State Teams




Tuesday, November 17
Presiding . + « «. « - - « » . . Mary Lois Williamson

8:30 a.m. A Planning and
Managing Model . . . . . Carl Lamar
Billy Vice
10:00 a.m. Break

10:30 a.

3

Group Work Sessions . . . State Teams

1:15 p. Planning Techniques

and Systems . . . . . . . Ray Cash

3

2:30 p.m. Break
2:45 p.m. Planning Methodology . . Hugh George
3:50 p.m. Group Work Sessions . . . State Teams

Wednesday, November 18
Presiding . . - + . . + - » . - Ralph 0'Brien

8:30 a.m. Planning Methodology . . Hugh George
Reports from Group
Work SeSsions . e Team Memoers
(Two Acceptable Solutions)

10:00 a.m. Break
10:15 a.m. Group Work Session . . . Three Groups

11:15 a.m. Reassemble as One Group
(Presentation of Key
Points) . + - . . » « . . Group Spokesman

1:30 p.m. Kentucky's Plan for
Curriculum Planning
and Devejopment . . . . . A Statz Director
Materials Specialist
Teacher Educator
Vocational Teacher




We dnesday, Hﬁ\ym§/r 18 ontinued)

5:00 p.m. gl "

3:30 p.m. /ON,U\£Y 4 LDA Plan fof
&F§gek4h}p ¥;Ve]0pment, . Mary Lois Willjiamson

Thursday, N@W\ \V4 19

Prestdlp\ﬂ .. ... .Billy Vice

8:30 a.m. Aﬁ\gs§ LbﬂgltUdlna]
ﬁ J?\f %ﬂQSE of cur-
[ \Y’ \M §1anlng and
pﬁ\y‘\ﬁ N AR . . « lvan Valentine

9:30 a.m. ﬁﬁ\d

10:00 a.m. GW\JP dqr% yession . . . State Teams

1:30 pom. AR Yy lye of Leader-
ﬁ\é \/ \ . . « Floyd McKinney

2:30 p.m. A<
3:00 p.m, Gﬂ\Jp JQp% jession . . . State Teams

Q
Friday, Nowaﬂ
;re51qtﬂ§J / : «. « « « . «» Herbert Bruce

8:30 a.m. \/ \0'\9 Leaders
%y/ YA fOyp Dynamics. . Thomas Lawrence

11:30 a.m. ﬁ”\l %ﬁlbﬂ of Institute

H
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INSTITUTE PLANNING COMNu ITH

Dr. William Loomis

Director of Information
and Training

Oregon Board of Education

Salem, Oregon

Mr. William Berndt

U. S. Office of Education

Division of Vocational and
Technical Education

Washington, D. C.

Mr. Johnny Browne
Program Officer

U. S. Office of Education
Region 1V

Atlanta, Georgia

Mrs. Lucy Crawford

Professor, Distributive
Education

Virginia Polytechnic
Institute

Blacksburg, Virginia

Mrs. Dorothy Chambers
Superintendent
Distributive Education
Birmingham Board of
Educationr
Birmingham, Alabama

Mr. Ear. Ray

Super /ico of izcatioral
Curii~ um

New *.7r rate il=partment
of Z..zation

Alban , New York

Dr. 'van Valentine
Professor

Vocational Education
Colorado State University
Fort Collins, Colorado

Mr. Billy Vice

Vocational Teacher
Educator

University of Kentucky

Lexington, Kentucky

Mr. Ralph 0'Brien
Specialist

Vocational IML
University of Kentucky
Lexington, Kentucky

Dr. Herbert Bruce
Director

Vecational 1ML
University of Kentucky
Lexington, Kentucky



MODEL WRITERS

pDr. Johnh Rodgers

Director

Research Coprdinating Unit
Clemson University
Clemson, South Carolina

Mr. Frank Wimer

Direr th’

Progr@hm Planning and
Res€arch

Vocaty 'ona) Education

olymp'y, wWazShington

MODEL REACTORS

pr. Carl Lamar

Assistant Superintendent

Bureau ©f Vocational
Education

Frankfort, Kentucky

Dr. Kéhneth Hovt

Profg®sor of Education
Unive’sity of Maryland
collefe Park, Maryland

Dr. {van Valenting

PROGRAM OFFIECER

Mrs., Muriel Tapman, Division of schog ! Programs, U. S.
Department of Heal th, Education and J&lfza e

CONSULTANTS

pr. William Loomis
Salem, Oregon

Mr. Thﬁmas Lawrence
Presjvent

Lawrefte~Leiter & Company
Managfment Consultants
Kansa? Citys Missouri
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CONSULTANTS (continued)

Mr. William Berndt

U. S. Office of Education

Washington, D. C.

Dr. Jack Frymier
Professor of Education
Ohio State University
Columbus, Ohio

Dr. lvan Valentine
Foert Collins, Colorado

Dr. Carl Lamar

Mr. Early Bowlar
Washington, D. C.

Mr. Ray Cash

District Education
Manager

IBM Corporation

Cincinnati, Ohio

Mr. Hugh George
Systems Engineer
IBM Corporation
Lexington, Kentucky

Mr. Billy Vice



PARTICIPANTS

CONNECTICUT

Mr. Robert Bennett = Curriculum Development,
State Department of Education

Dr. John Chow - Connecticut State College

Mr. Angelo Tedesco = Curriculum Development,
State Department of Education

FLORIDA

Dr. James Hensel - Department Voc-Tech. Education,
University of Florida

Mr. James Hoerner - Teacher Educator, Dade (County
Board of Education

Mr. Walter Wray - Department of Education,
Tallahassee, Florida

GEORGIA

Mr. Bill Bryson - Trade and Industrial Education,
University of Georgia

Mr. Jerry Purser - Trade and industrial Education,
University of Georgia

Mr. Earl Williams ~ Curriculum Materials Development,
Georgia Department of Education

ILLINO1S

Mr. Edward E. Brown - Board of Vocational Education,
springfield, l1linois

Dr. Charles Joley - Vocational Education, Eastern
11linois University

Mr. William E. Reynolds - Bcard of Vocational
Education, Springfield, i1linois

ERIC .
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KENTUCKY

Mr. John Fortin - Teacher Educator, Murray State
University

Mr. Jack Hatfield - Director of Health Occupations,
Frankfort, Kentucky

Mr. Charles Wade - Associate Director, Proaram
Planning, Frankfort, Kentucky

MISSOURI
Mr. Amor R. Herd - Director IML, University of
Missouri
Mr. Larry Lutz - Industrial Educaition, State

Department of Education
Mr. Don Sheets - Voc-Tech. Education, Kansas City
Public Schools

NEVADA

Mr. John W. Bunten ~ State Director, Vocational
Education

Mr. John Caserta = Curriculum Director, Washoe
County Schools

Dr. Arleen Otto - Home Economics, University of
Nevada

NEW JERSEY

Mrs. Dorothy Anderson - Center for Occupational
Ecucation, Jersey Cith State College

Mr. Joseph F. Kelly - Vocational Curriculum, New
Jersey State Department of Education

Mr. Benjamin Shapiro - Vocational-Technical
Education, Curriculum Laboratory, Rutgers
University
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Dr. Charles W. Nichols - Division of Vocational
Education, Kent State University

Dr. Harlan E. Ridenour - Curriculum Materials, Ohio
State University

Mr. Wiliiam F. Stov..r - 1ML, Ohio State University

OKLAHOMA

Mr. Arch B. Alexander - Assistant State Director

Mr. T. Pete Chapman - Teacher Trainer, Oklahoma
State University

Mr. Ronald Meek - Curriculum and Instructional
Materials Center, State Department

OREGON

Dr. Wayne Courtney - Coordinator of Vocational
Educaticn Research, Oregon State University

Mr. Don Gilles - Coordinator of Career Education
Development, Salem, Oregon

Dr. Allen Lee - Director of Research in Administration
and Organization, Teaching Research, Monmouth,
Oregon

TENNESSEE

Mr. Lynn Bevins - Vocational Curriculum Laboratory,
Murfreesboro, Tennessee

Mr. Halton Charlton - McKznzie Area Vocational-~
Technical School

Mr. James Judd - Area Vocational School, Nashville,
Tennessee

ERIC .
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WASHINGTON

Mr. Cecil A. Bradley - Occupational Education,
Seattle Community College

Mr. Archie G. Breslin - Coordinator, Council for
Occupational Education

Dr. Ron Frye - Technical and industrial Educatiocn,
Central Washington State College

WEST VIRGINTA

Mr. George Culnon - Teacher Educator, Marshall
University

Mr. Raymon Cunningham - Program Development,
Bureau of Vocational-Technical & Adult Education

Mr. Fred W. Eberle - State Director of Vocational
Education
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Selecticn of Participants

Institute

Following letters from William Loomis and John Bunten to all
vocational directors,

the brochure and a lztter.
were sent from the project director.

announcing the
Included with

the announcement were guidelines for nominating participants.

the

The state directors were responsible for selecting the state
teams according to the criteria stated under the section, Developing

Institute.

From the 37 states who responded by nominating partic-

ipants, teams of three people from 14 states were selected.

Mrs.
Mr.
Mr.
Dx.
Dr.
Mr.
Mr .
Mr.
Mr.
Dr.
Mr.
Dr.

The EPDA Institute was conducted with the following 42 persons
attending:

Name

Robert Bennett
John Chow
Angelo Tedesco
James Hensel
James Hoerner

. Walter Wray

Bill Bryson
Jerry Purser
Earl Williams
Edward E. Brown
Charles Joley
J. Joseph Daly
John Fortin
Jack Hatfield
Charles Wade
Amon R. Herd
Larry Lutz
Albert Wood
John Caserta
Edward Cordisco

. Ronald Squires

Dorothy Anderson
Joseph F. Kelly
Everett Warzecha
Charles W. Nichols
Harlan E. Ridenour
William F. Stover
Roy Ayres
T. Pete Chapman
Ronald Meek
Wayne Courtney
Donald M. Giles
Allen Lee
Lynn Bevins

Address

Hartford, Connecticut
New Britain, Connecticut
Hartford, Connecticut
Gainesville, Florida
Miami, Florida
Tallahassee, Florida
Athens, Georgia

Athens, Georgia
Atlanta, Georgia
Springfield, Illinois
Charleston, Illinois
Springfield, Illinois
Murray, Kentucky
Frankfort, Kentucky
Frankfort, Kentucky
Columbia, Missouri
Jefferson City, Missouri
Kansas City, Missouri
Reno, Nevada

Carson City, MNevada
Reno, Nevada

Jersey City, New Jersey
Trenton, New Jersey
New Brunswick, New Jersey
Kent, Ohio

Columbus, Ohio
Columbus, Ohio
Stillwater, Oklahoma
Stillwater, Oklahoma
Stillwater, Oklahoma
Corvallis, Oregon
Salem, Oregon

Monmouth, Oregon
Muffressboro, Tennessee

&

&
5

Professional Categories

Curriculum Director
Teacher Education
State Department
Teacher Education
Teacher Education
State Department
Teacher Education
Teacher Educaticn
State Department
Curriculum Director
Teacher Education
Curriculum Director
Teacher Education
State Department
State Department
Curriculum Director
State Department
Teacheir Education
Ccurriculum Director
State Department
Teacher Education
Teacher Education
State Department
Teacher Education
Teacher Education
Curriculum Director
Curriculum Director
State Department
Teacher Education
Curxriculum Director
Curriculum Director
Teacher Education
Curriculum Director
Curriculum Director



Mr. Halton Charlton McKenzie, Tennessee State Department
Mr. James Judd Nashville, Tennessee Teacher Education
Mr. Cecil A. Bradley Seattle, Washington Teacher Education
Mr. Archie G. Breslin Olympia, Washington State Department
Dr. Ron Frye Ellensburg, Washington Teacher Education
Mr. George Culnon Huntington, West Virginia Teacher Education
Mr. Raymon Cunningham Charleston, West Virginia Curriculum Director
Mr. Fred W. Eberle Charleston, West Virginia State Department

Conducting the Institute

The planned program with minor exception was followed. The group
worlk session on November 18 scheduled for 10:15 a.m. to be three large
groups was the only change. The state teams continued in session until
noon. Due to this change there was no need for the group to reassemble
and present key points at 11:15 a.m.

Every state team developed a Leadership Development plan for its
state.

All who participated in the project appreciated the excellent facil-

ities and the fine atmosphere provided at the Carnahan House Conference
Center.

Many conference participants felt that one of the highlights of the
program was the final session where Mr. Thomas Lawrence discussed the
pertinent topic, *Personal Leadership and Motivation.™ Mr. Lawrence's
topic was planned to encourage participants to initiate leadership
activities soon after returning to their home state assignment.

EVALUATION

Daily evaluation was a part of the Institute. The purpose of
the evaluation was to determine the effectiveness of each day's program.
Participants rated the activities of each day on a five-point rating
scale with the assignment of five indicating the highest favorable
response. Selected items were rated as to the value of the topic, the
quality of the presentation, response by reactors, response by group,
and overall evaluation. (See a copy of the instrument in the Appendix.)

The group work sessions evaluation shows averages on the five-point
scale of participant response to the seven categories of appropriateness,
organization, interest, productivity, total participation, individual
participation, and sharing of ideas. (See a copy of the instrument in
the Appendix.)

A final evaluation was made at the last session of the Institute.
The purpose was to determire the effectiveness of the total Institute.
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TOPIC:

GROUP WORK SESSIONS

The group sessions were:

Weekly Averages
of Responses

Appropriate - - - - = = - = - - - = - - - - - - 4,08
Organized - - = = - ~ = - = - - - - - = - - - =4.00
Interesting - ~ - = =~ - - = = - = = = = - = - - 4 .25
Productive~ = = = = = = = = = = = = = = = - - - 4,06
Activities provided for:
Total participation ~ = = ~ = = = = = = = = = = 4 .46
Individual participation =- = - - - = = - - = - 4.42
Sharing of ideas - - - - = = = = = = = - = - = 4L .48
Average rating of all categories - - - = ~ - - - - = 4.25

The Institute staff decided that there was significant enthusiasm
on the part of participants relevant to the original obJectlves This
was confirmed by the plans developed by each team of participants. As
a direct outgrowth of the Institute two states have plans for establishing
a statewide Curriculum Coordinating Unit. Other long-range values can
only be determined by further survey and evaluation after a period of time.
Such a survey was not programmed as a part of the project.
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FINAL EVALUATION OF THE EPDA INSTITUTE

Strongly ﬂDisagree
Agree to Unde- to Strongly
Agree cided Disagree
ITEY No. A No.| % No. yA
1. The objectives of the institute were clear 29 82.91 2 5.7 41 11.4
to me.
2. The objectives of the institute were not
realistic. 7 20 3 8.6125]71.4
3. The participants accepted the purposes of this ‘
institute. 32 91.~" 3 8.61 0 G
| f ‘
4. The objectives of the institute were not the o i
same as my objectives 9 25.7 4 2 5.7 241 65.6

6. The material presented seemed valuzble to me.

|
5. I have not learned anything uew. ﬁ‘ 4 11.+ . G o 131 | 88.6
iJJ 85.71 2 5.7 3 8.6
:js
1

7. I could have learned as much by reading a boc'.

8. Possible solutions to problems ' :re not &

considered. I 5 14.3 5 |14.3§25] 71.4
9. The information presented was too elementary. 5 14.34 0 0 30 85.7
10. The speakers really knew their subjects. . 30 85.7| 1 2.9 41 11.4
11. T was stimulated to think about the topics

presented. 28 80 3 8.6 41 11.4
12. We worked together well as a group. 33 94.2 .9 1 2.9
13. The group disucssions were excellent. 22 62.8(l 6 |17.2 71 20
14. There was little time for informal conversation 8 22.9( 5 |14.3{ 22| 62.8
15. I had no 6Eportunity to express my ideas. 5 14.341 2.9 29| 82.8
1l6. My time was well spent. 30 85.7 4 2 5.7 3 8.6
17. The institute met wy expectations. 27 77.1)} 1 2.9 71| 20
18. Too much time was devoted to trivial matters. 6 17.24 3 8.6126} 74.2
19. The information presented was too advanced. 1 2.9 3 §.6||31] 88.5
20. The content was not readily applicable to the

important problems in this area. 8 22.911 2 5.7 25]71.4
21. The printed materials that were provided were

very helpful. ’ 30 85.714 1 2.9 4 11.4
22. The schedule should have been more flexible. 9 25.71i 6 |17.2([20] 57-.1
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DEFARTMENT OF HEALTH, EDUCATION. AND WVELFARE
OFFiIiCE OF EDUC.ATION
BUREAU OF FOUCATIGNAL PERTONNEL DEVELCPMENT
WASHINGTON, D.CC. 20202

Se-temkter 1, 1970

Dedx

A five-day - DA institute designed to improve leadersh:in in all
levels of ~ocational curriculum planning will be held =zt the
University of KXentucky, starting November 16, 1970.

You should soon be receiving details of this projec%, including
application materials for participants from your state. We urge

you to select candidates for participation who will have an oppor-
tunity and the responsibility for initiating activities for curriculum
planning, development and improvement.

Curriculum planning is currently considered a priority area for revitali-
zatjon in vocational education.

Attention, on your part, as to the significance of this institute will
help to assure its success.

Sincerely yours,

Wm. G. Loomis, Chief
Vocational Education Personnel
Division of Program Resources
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September 1, 1970

I am writing to encourage you to give serious consideration to respending »>osi-
tively to a request that you will be receiving soon regarding an EPDA Vocational
Education Institute to be held at the University of Kentucky, November 16-20.

Early this year I was asked by Dr. Bill Loomis to provide some representation
from the State Directors Association in assisting to plen the EPDA Leadership
Developmant in Curriculum Planning Institute. I have been very well plrasad
with the extent of planning and the number of curriculum leaders the Universirty
cf Kentucky has already involved for the November institute. I firmly beliove
the states that are selected to provide participant teams will be fortunate.
The theme of the institute is Leadership Development in Curriculum Planning.
Activities and presentations are being designed to encourage participants to
initiate new curriculum planning and development systems and to vevawp existing
programs in their home stateS.

A model for leadership development is being professionally prepared as a uuzleus
item for institute activities.

Participants will be asked in advance to review their state's leadzrchip circum-
stances and to bring materials (relevant to their state's system of curriculum

development) with them. They will participate directly in assignment sessions
in adapting the leadership model to correspond with home state requirements. As

a follow through objective, participants will be encouraged to determine how the
model might be incorporated into their state plan.

We -re hopeful that teams of three participants from each state represented in

the institute will havc been selected and recommended to the institute dirnctor
by the state directovs «f vocational education.

\) " R . o o . .
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e stitute plons v Cmittee, on whiech T had the privilesge of scrving, vug—
coect o that an ef "ouiv slkatoe teanm might well include: the state director (ot
sory e represer . o Uin, . a strriculum laboratory director, and a teacher edu~

caton .

The irstitute is fande | to accommodate 40 (more or less) participants which
~

would allow reprasencz-.ca of 17 or l4 states. After you have recommended a
team ‘roim your stoto 77 Lave suggested alternates, the institute director,
Heri 2 - Bruce, Ua? ..-® .y of Koutucky, will make final participant selections.
The . terial you wil. .2coive announcing the institute will describe the planned
activ’ ties and inclu !l o _ticipant application materials.

Thaunt you for your =z ntion to this project.

Sincerely,

4 T
0, L) Commlaon

John W. Bunten
Vice President

JWB:if

O
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UNIVERSITY OF KENTUCKY

LEXINGTON, KENTUCKY <0506

Crep Lt '

AT RER LY B T . e,

[ ETS T B I T O B T 16

September 11. 1970

I am - rased to make this official amnnouncement of our Leadership
Developmen: ‘mstitute in Curriculum Planning to be held at the University
of Kentucwuv llovember 16-20, 1970.

Recently you receivea letters from John Bunten and William Loomis
describing major goals of the institute and noting the importance of this
project.

The iv. titute, an EPDA project funded by the U.S. Office of Education
and planned in conjunction with the Division of Vocational and Technical
Education. s designed to involve participants who have direct responsibility
in their states for vocational curriculum planning. Approximately 40 partici-
pants f{ro— 13 or 14 states will be involved.

Pric-.ty will be given to candidates from states that have statewide
leadershi;. development programs funded by EPDA .

We are asking state directors to ncminate a team of three candidates,
plus an alternate team. Furthermore, we are suggesting that a state team
might include a state director (or an appropriate representative), a teacher
oducator and a director of a curriculum laboratory or a person responsible
for developing curriculum waterials in the state. Final selection of partici-
pants will be made by an institute selection committee.

We expect the state participants to review materials in advance of the
institute f(including a leadership development model) and to design a plan [or

leadershiz ..velopment during the working sessions of the institute that could,
upon adept..n and refinement, be ultimately implemented in their state. Hope-
fully, a modern leadership developmeunt system for curriculum planning would be
incorpor:t.. in the state's plan for vocation:! education.

O

ERIC

Aruitoxt provided by Eic:




Page 2

September 11, 1970

Wwe are confident that yvou will regard this project as being wor thwhile
and necessary in order to generate additional leadership activities in all
areas and at all levels of wvocational curriculum development.

pPlease send the names of three candidates and three alternates by Fridav,
September 25. Application forms and other materials relating to the institute
will be mailed to participants by October 1.

Sincerely yours,

Herbert H. Bruce
Institute Director

HHB/sd
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UNIVERSITY OF KENTUCKY

LEXINGTON, KENTUCKY 40200

COLLEGE OF EQUCATION

YOCATIONAL EDUCATION
INSTRUCTIONAL MATERIALS LABORATORY
ROOY 151, TAYLOR EDUCATION BLDG

(ctober 6, 1270

Dedr

We are happy to inforn you that you have been selected to represent
the State of in the Leadership Development Institute

for Curriculun Planning, November 16-20. Other participants fron

your statedres

fnclosed is a reservation card fron the Holiday T North. The‘
rates are $12.50 for single roons and $18.00 if two people dre in
the same room. 1f you prefer other accomodations, nany fine notels

are available in the Lexington ared,

You will receive §21.50 per day for 5 cays (§107.50) plus travel
expenses.

e are looking forvard to having your tean from to participate

in the Tnstitute. You will be receiving other information and & program
real soon.

$incerely yours,

Herbert Bruce, Institute
Director

1B:sd

Enclcsures
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UNIVERSITY OF ECNTLCKT AIVERSITY OF HENTUCKY

R
LEAINGTEN. K NTICKY 308 BRGNS R
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feer &, 1990

Dear

Y eveied yozr nonination of participénts to the Teedership
Teveloprent Senigar (Yvenber L6-10) sevecel 0 ego. Sinee
e e responses Tron aore Sttes then s cauld aceonmodate

W@ selected perticipants from states that had stateride Leader-
ship develapuent ptograns fondea by TRBA,

T an sorry we could ot accept your participents. 1t seees 10
i it another seninar of this vatate should be Bel¢ for e

states that could wot attend,

Tk you 80 mih for Jour interest, Again vay L sty e are
sorry e could net agoept your nosinations.

Sincerely yours,

ferbery Bruee, Institute
Director

Hisd

et
i e by forved 1o jour perticipecion in the Yoverber 16-20 Leadership
Teselogfuat Tostinate.

jective of ffute 1g to e st 5 preodte
4y o bagh e s objective of the Institute 15 0 &}a\f s»ate‘ teaTq,P 5
1 lugigtiip devcioprent plén for inplenentation fn thedr States voration

tidn spsten.

Bocloned 38 yoer cony of the "Hlaming and Hevaglg Model”vmat s degigned
ot vt 1 the Tostitte, and dlso 33 2 basic teference guide for use in
il oot statss' cureiceln leadership sxstem. vAs yol} car} e h?:thi
arclond poogren” the el il de exnieed fn Getat] during the Tnstitute.

lesst tevlew the odel to deternine bow 1€ 22 fave ;rpplica;ion for you:r
spe's pheset atrienl leabersip pictuge. For this revied, yo.u ey
Wt to confer vith the other participénts 1rom your ftate‘, A}]so e arf
sy it & copy of the "State Plan fox Voaationlal Fheetion ‘be br?ushvt'
1 the sttt long nith sme formilated "ideas” and st i how
3 Ulphtalr Jesdership seetion righe be eventally integrated with it,

1F 10y v addicional inforaation reaeding the Tostitue, o not hesitate

0 telephone or wiite.

Singertly,

fexhert f. Bruce
1stirite Director

st

FftJaghees

3.3, 4 etinder-send your caservation cetd 19 Yoligey Tne if jou plen 0

shy there, m .

TRAVEL:

LaerG:

Reglatration:  Sundey povenbe 15, 4
§

fees:

Refurd:

IIFGATION 2.

Per'ieipants are to ncke thelr o ex-angerents for travel to and
fron Lexington.

Reimbursengat for air travel covers cost of air tourdst, Ticet
recelpts aust be 2tcsehed to the reizhueserent request which vill
be completer L vegistering for the fasitute,

=

Plon to areive at Bl Sriss Field during the day ox early evenlny
on lovenher 13, 1910,

Reinbursenent o tavel by private aucomsbile will be at the rate
of eight cents per alle (rat Lo exceed equivalent of &l courdst
fare).

Trenspactation betveen Boliday Inn and the confirence center
{approvimately & oile) il be provided by the tel ad the
institute personnel.,

Tentative reservations have been nade ot Holiday Tnn Wo 4, Jewtown
Pike, Lexingtan,

Room Costs: 1 bed = 1 person 812,50 per night
2 heds 2 persons $18.0 per night

T you wish for the fnstitate dicector to confim your reservation,
plesse i1l wt the Holiday Tnn resersation eard and retum vith
Joue otfer gpplivarion naterials,

Please indicate whether You vish to shate @ wote] roon with another
pacticipent. Other motels and hatels are available i the vicinity
L you prfer rot to stay at Holidey Inn,

GENTRAL TNPRIATION

0-6:00 .. = Hollday Tm, Vorth
Honday Hovender 19, §:00-6:00 a.n, - Carnshan Hose
b vegistration Jee of $10.00 to cover n00n veals,
coffee breaks, ele.

i $&.OQ refund of registration fee to be included
in reinborsenent check,

Reinbursenent: Trave] expenses and cepistration, Toelude veneipts

Pet Dien:

for itens of §0.00 oc ote, Checks will be mailed
to participants after the Tnstitute,

Rarticipant checks of $107.50 will be paid during
the week of the Institte,

Aruitoxt provided by Eic:



Things to do before the Institute

Arranga for lodging and txavel plans

2. Obtain a copy of your "State Plan for Vocational Education®
to bring to the Institute

[

fuview Planning and Managing Model

- cenfer with the members of your state team

- devievmine how the model may be adapted to your states'
leadership system (prepare a written outline of yourn
determinations and svggestions to bring to the Iustitute)

- outline areas oi lczdership needs in your state's vocational
curricuium system (identify strengths and weaknesses)

State Directors of Vocational Education
From The 14 Participating States

Connectic:.t - Jogseph F. Murphy
Florida | carl W. Proehl
Georgia George W. Mulling
Illinois Sherwood Dus
Kentucky Carl F. Lamar
Missouri Reauford W. Robinson
Nevada John ¥W. Bunten

New Jersey

Robert W. Worthington

Ohio Byrle S. Shoemaker
Ok lahoma Francis T. Tuttle
Oregon Leonard E. Kunrman
Tennessee Charlie M. Dunn
Washington Ernest G. Kramer

F TCJest Virginia Fred W. Eberle

Aruitoxt provided by Eic:
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Institute Reaction Panels

1. Status of Dewv=loping Professional Personnel
Monday, November 16, 9:15 a.m.

Mr. Fred W. Eberle - West Virginia
Dr. Ron Frye - Washington
Dr. Charles W. Nichols - Ohlo

2. Implications of Legislation on Curriculum Developme.v
Monday, November 16, 11:15 a.m.

Mr. Charles Wade - Kentucky
Mr. Walter Wray - Florida
Mr. Edward E. Brown - Illinois

3. A Relevant Education Process
Monday, November 16, 1:30 p.m.

Mr. Larfy Lutz - Missouri
Mr. Ronald Squires - Nevada
Mr. T. Pete Chapman - Oklahoma

4. A Planning and Managing Model
Tuesday, November 17, 8:30 p.m.

Mr. Bill Bryson - Georgia
Mr. Jerry Purser ~ Georgia
Mr. Earl Williams - Georgia

5. Planning Techniques and Systems
Tuesday, November 17, 1:15 p.m.

Dr. Wayne Courtney - Oregon
Mr. Don Gilles - Oregon
Dr. Allen Lee - Oregon

6. Kentucky's Plan for Curriculum Planned and Development
Wednesday, November 18, 1:30 p.m.

Mr. Lynn Bevins - Tennessee
Mr. Ronald Meek - Oklahoma
Mr. Joseph F. Kelley - New Jersey

7. Kentucky's EPDA Plan for Leadership Development
Wednesday, November 18, 3:30 p.m.

Mr. Robert Bennett - Connecticut
Dr. John Chow - Connecticut
Mr. Angelo Tedesco -~ Connecticut
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Assessing Longitudinal Effectiveness
Thursday, November 19, 8:30 a.m.

Dr. James Hensel - Florida

Dr. Charles Joley - Illinois

Mr. Amon R. Herd - Missouri

Evaluation of Leadexrship
Thursday, Hovember 19, 1:30 p.m.

Mr. John Caserta - Nevada

of Curriculum Planning and Developwent

Mrs. Dorothy Anderson - New Jersey

Mr. Roy Ayers - Oklahoma




DAILY EVALUATION OF THE EPDA INGTITUTE

November 16-20, 1970
FVALUATION OF GROUP WORK SSSIONS

November 16-20, 1970

TOPIC:

Very Poor Very Good
1. The topic was: TOPIC: _
Appropriate 12 3 43
(learly stated 12 3 4
0f desired scope 1 2 3 &5 Very boor  Very Good
1. This group session was:
2. The presentation was: Appropriate 12 3 & 3
Thorough 12 3 45 Organized 12 3 4 9
(1 the topic 123 45 Interesting 12 3 4
Interesting 12 3 &5 Productive 12 3 4 5
Bifective 1oy bl
2, Activities provided for:
3. Response by Reactors 12 3 45
‘ Tot~1 partic:pation 1 2 3 4 3
Individual - articipation 1 12 L5
4, Respense by the Group ' 12 3 &3 Sharing of ideas 103 403

3. How could the group session have been improved?

5, Qverall evaluation D D D D D

6, What additional infornation would you have desired! ‘

4. Other comments

7. Qther coments:

4

e




LEADERS!HIP DEVELOPMENT FOR CURRICULUM PLANNING
Final Evaluation of the EPDA Institute (November 16-20, 1970)

NQTE: Please Do Not Sign Your Namez
Ke,: SA (Strongly Agree), A (Agreey, ? (Undecided), D (Disagree), SD (Strongly Disagrec)

1. The objectives of the institute were clear to me. SA A ? D )]
2. The objectives of the institute were not realistic. SA A ? D SD

3. The participants accepted the purposes of this
inztitute. SA A ? D SD

4, The objectives of the institute were not the

same as my objectives, SA A ? D SD
5. 1 have not learned anything new. SA . ? D SD
6. The material presented seemed valuable to me. SA A ? D sSD
7. I could have learned as much by reading a beook. SA A ? n SD
8. DPossible solutions to problems were not considered. SA A ? D sD
9. The information presented was too elementarwv. SA A ? D SD
10. The speakers.really knew their subjects. SA A 1 D Sh

11. I was stimulated to think about the topics

presented. SA A ? D SD
12. We worked together well as a group. SA A ? D SD
13. The grou discussions were excellent. SA A ? D SD
14. There was little time for imformal conversation. SA A ? D SD
15. T had no opportunity to express my ideas. SA A ? D SD
16, My time was well spent. Si A ? D SD
17. The institute met my expectations. SA A 7 D SD
18. Too much time was devoted to trivial mafters SA A ? D SD
19, The informs:ion presented was toc advanced. SA A ? D SD
20. The content was not readily applicabie to the

important problens in this area Ss A 7 D SD
21. The printed materials that were provided wére

very helpful ‘ SR A ? by SD
22, The s hedule should have been more flexible. . SA A ? D SD

~ S8

el



23.

24,

25

27.

28.

E

O

-2-

As a result of your participation in this institute,
do you plan to modify either your present or future
leadership development? YES O

I1f YES, please describe the nature of the most important of such modifications
and the activities which will be affected.

To what extent were the objectives of the institute attained?

In your opimion, what were the major strengths of the institute?

In your opinion, what were the major weaknesses of the institute?

I1f you were asked to conduct an inst?znte similar to this one, what would you
do differently from what was done in ¢ais Institute?

Additional comments about the institute

v

If you had it to do over again would you apply tor this institute which you
have just completec? YES NO UNCERTAIN

If an institute such as this is held again would you recommend to others like
you that they attend? YES : . N¢ UNCERTAIN
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We oelieve

41] worthunile activities are initiated because someone has been ot
vated. Usually we develop strong feelings that evoke action because we hol
< rong el efs. The developnent of curriculum leadership will foilrs closely
the realization of the constraints imposed on educational processes by tne
scarcity of adequately presared personnel . The need to develop leadership
in all areas of education will becone @ first priority when w2 carefully e

mine what ve bslieve, This ve believe:

¢ egueators lzarn and use the concepts of:
« determin,e, A personal a1 institutional g~ vophy
« determinise long range goals
- determining shor¢ range goals

- defining spec’fic objectives (end results quantifiable - what - when ~
how much)  (bozh institutional and individual)

- Jeveloping a systematic conparison of the benefite and costs; of deter~
mining alter-tive objectives and establishing priorities for goa!

achievement

analyzing alternative neans to accomplish the objectives

>

~ selecting the "best" alternative in terms of costs/benefits and «ffect
g

on all related conditions
- allocatt g resaurces in the nost efficient manner

- utilizing systems approach in the administration of educstional

prograns
 evaluating the results in .erms of the goals, objectives and other

factors

- perforning the functions of a "change agent.”

- iterate at any point to correct any errors of 1o take care of changts

in conditions, results of gvaluations, et

they will be able t cope Jith teth the nanaging of education ars providing
the leadership needed to develop an appropriate rriculu.

£ we subscribe to the above pel iefs, it behoyves us 0 seek a logical,
systenatic process for initiating new developrents or needed changes in edu
cation. The following model an

O

RIC
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d procedurss were developed to serve this purpose,

JNTROBUCTICH

This sacket contains Lne follouing

[ter; A = Planning and Managing
A chart showing the three najor furctions in the operation ¢f

any program

{a) Planning
{B) Implementatin
{¢) 5vsluation

Lo - 1 \ i
ten B - Planning and kanaging

) e detalled chart showing 10 major activities in planning
and managing

ften © - Apylication of the Plaming and Managing ode! to furricul @
Leadership Development [Description of terms and Raticnale)

A description of each of the 10 activities ard why they are
needed 3 applied to Curriculum Leadership Development

Iten 0 - Appl icution of the Planning and Hanaging Hodel to Curriculun
Leadership Developrent (Function Diagran)

4 FuncLior Diagrain {chart) showing the 10 major activities

detailed as applied to Dcvaloping Cur{ﬁgﬂiwaeadershig

lten £ - Clarification of Essential Functions of the Planning and Janen
Todel as anplied to Developnent of Turriculun Leadership {1

to Item )

This further clarifies what is meant by cach of the activities
Jtoun on che Tunction Diageen (1ten D} and uby these are impor~
tant in Devel yprent of Curriculur Leadzrship,

ltams F & Gare to i lustrate the application of the mode| toa specific
problen ~ Devel oment of Curriculun Leadership.

Iten F - Steps in Cur_iculun Developnent

This iten shous the results of one group in carrving out the activity
or Function 1.7.5, "nalyze Functions in Curriculum Deve jopment,,"
chowr 10 Tten D, In making the analysis and determining the steps,
consiA-rable thought must be givén as 1o how your state can best 3p°
preach Curriculum Developnent and how major decisions must be mat'e.
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- personnel Needs and fonpstentics Fequire’
Persomnel Meeds @ e —

exanple Of Now one state may delel”
§ and where these conpetercies cef
s in Curriculum Development

This s a continuation of an
pine the competencies require
be applied in carrying out the step
defined in ftem F,

By further defining these competencies and olacing sore quanti-
fyiig measures on (hen, we o3 coe up with infornation ; auired
to satisfy the first step in the Planning and Managing Hocel,

W dentification of Needs T0 ge Served” (See 1.0 in ftem B

PLANNING AND MAKASIN

Pamning

Inplemznting

Evaluating

{tem A
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APPLICATION OF THE PLANNING AiD MANAZING MODEL TO

CURRICULUM LEADERSH{P DEVELOPMENT

Description of Terms or Rationale (Refer to ltem B)

1.0 ldentify Needs

{f there is a 'ack of personnel, or where present perscnnel lack
compeiencies essential to the development of the quality of curriculum
needed in educziion today, one should identify the existing needs and
the anticipated needs. Show what competencies are needed, when they
are reeded, by whom they are needed, and where tney are needed. Do
not limit the needs to what you feel can be accomplished. Unless needs
are brought to the surface and documented it is doubtful whether anyone
will attempt to do anything to solve the problem(s) .

2.0 Develop Goals

A long range ultimate aim of the program or a broad general end
goal is toward which a program is directed. It does not stipulate a
time period for accomplishment and does not include numeric indicators.
Based on the identified needs, determine whether you reasonably
feei you would like to be in meeting these needs in 2 years; 5 years;
10 years. In stating the goals, use some measure of quantity upon
which your progress can be judged. When goals are stated with schedules
and quantifiable measures, decisions can be made which give greater
assurance that the problems will be solved.

3.0 Develop Objectives

An objective is a guantified, measurable increment toward reaching

a goal.




7 ttem C Continued

The shortage of professionally competent curriculum personnel is
a iimiting factor in all curriculum activities. The problem of de-
veloping professional curriculum speciaiists cannot be solved by a
few short courses, conferences or seminars. A long range program of
advanced study and internships wili be needed to adequately cope with
the massive shertage of personnel.] Objectives should focus on the
development of the multipie competencies required by leaders charged
with the responsibility for organizing content and learning processes
into sequential activities.

4.0 Develop Alternative Plans

Develop several alternative plans by which the specific objectives

can be accomplished. Each plan should indicate the resuits expected,
schedules and estimated ccsts (Resources). One is limited when he
considers only one plan by which an objective can be accomplished. 1In

developing alternatives one should consider the possibility of purchasing
services, materials, or products which may fulfill the intended purpose
at less cost.

5.0 Select the ''Best" Plan(s)

After making an analysis and comparison of the several plans pro-
posed, consider costs, benefits, and other related factors, a decision
must be made as to which plan will be impiemented. Unless a thorough

analysis and comparison of all alternatives is made it is possible to

1A Guide for the Development of Curriculum in Vocational and Tech-
nical Education. Division of Vozational Education, University of Cali-
fornia, Los Angeles, 1969.

O
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select a plan which costs less total dollars but which also gives much
less returns in human bepefits. 1irn selecting the “best'' plan ccnsider
the influence this leadership will exertl over the teaching personnel

and otfF2rs within the state-wide program of vocational-technical ecu-
cation. Attention must be given to certain critical competencies that

greatly infiuen_e the quality of program.

62
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10 ltem E

CLARIFICATION OF ESSENTIAL FUNCTIONS OF THE PLANNING AND MAMNAGING MODEL
AS APFLIED TO DEVELOPMENT OF CURRICULUM LEADERSHIP (Refer to |tem D)

1.0 ldentification of Needs

1.10 This area refers to steps in curriculum development. These steps
are influenced by the curriculum concept(s) held by key personnel
‘n each state. (See sample steps developed by model writers.)

1.20 Refers to the competencies essential to the functions inherent in
the steps developed in 1.10

1.30 Personnel must provide the various competencies essential to satis-
factory curriculum development. However, one persgn may bring more
than one cumpetency "o the - ~~ne.

1.40 This area refers to an inventory of the competencies existing and
available among the personnel.

1.50 It is essential that needed competencies of existing personnel be
identified. These competencies become the focal points for deter-
mining goals and objectives for curriculum deadership development.

1.60 |If the existing administrative structure poses a constraint to the
emergence of the desired leadership in curriculum, it becomes impor-
tant that this situation be recognized and modified before resources
are needlessly expended. It must be recognized that philosophy and
""power of decision'' are strong factors which can counteract valiant
efforts when there is division in the camp.

1.7C When resources are limited and needs seem to be unlimited it is
necessary that the most pressing problems be identified.

2.0 Develop Goals

2.10 This essential step is related to 1.40. It refers to the capabilities
and competencies possessed by present personnel .

2.20 A consideration of deficiencies in needed competencies is essential
to the development of goals.

2.30 Competencies desired should lead to the determinaticn of personnel
needed while a consideration of priorities should provide a time
framework for accomplishments. '

2. 40 Goals are essential in planning and should provide a basis for
focusing effort and allocating resources. The short range goals
must lead successively toward the accomplishment of the long range
goals.

ERIC 58
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11 ltem E Continued

{f resources are inadequate to accompiish all goals., prior ties
must be determiined.

.0 Develop Objectives

0

.20

.30

.ho

.50

.60

Exiscing constraints which prevent satisfactory leadership must be
identified and considered at each step in preparing objectives which
lead to the accomplishment of goals.

The existing c«gabilities (including personnel, resources, adminis-
trative structu-e, etc.) must be available for ready reference as
objectives are realistically developed.

Since all competencies cannot usually be acquired or developed at
one time, it is necessary that priorities be established.

in developing objectives, consideration must be given to the alter-
native means for providing the competencies or products of the essen-
tial competencies. For example, a state can develop educational pro-
grams, hire competent staff or buy the critical services from other
states or commercial concerns.

The objectives should be written as specifically as possible. Attention
should be given to the results expected, when expected, to what degree,
and the personnel involved. These objectives form the increments essen-
tial in accomplishing the goals. They must be realistic and fully under-
stood by those involved.

Since all objectives cannot be accomplished at the same time, alter-
natives and priorities must be established.

.0 Develop Alternative Plans To Accomplish Objectives

.10

.20

.30

This refers to the function of listing as many possible ways to accom-
plish the objectives as the planners can suggest. These should be no
attempt to invsstigate these suggestions critically at this point. The
mere suggestion of a fairiy wild approach might contribute toward the
modification of the ''sound" approach that is finally adopted.

Constraints refer to any condition, circumstance, or lack of resources
that hinder the accomplishment of objectives. Any feasible plan must
take the constraints as well as priorities into account.

The concept or concepts of curriculum development held by key personnel
must be considered since the plan will have to be compatible with the
concepts of those who must approve it. The alternative is that these
key persons can be persuaded to adopt a new concept compatible with the
plan.

ey \
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4C In preparing slternative plans the research on curriculurs should be

reviewed and analyzed. lideas from research should be incorporated
«hen feasible.

L. 50 There are a number of appropriate ways to gain access to the compe-

tencies essentiai to developing leacership in curriculum. It is
neither practical nor economical for each state to duplicate the
specialized educational programs and/or materials essential to suc-
cess in this venture. Cooperative agreements and working relations
should be considered between the neighboring states and/or regions
of the nation. It is important that duplication of effort be kept
to a minimum. In some cases, it might be feasible to purchase the
fruits of certain competercies in the form of prepared curriculum
materials rather than attempt to assemble the needed specialists.
In such a case, the state could focus more on the roles of coordin-
ating, purchasing, evaluating and in-service education for teachers.

.60 Duplication of effort within a state has been costly and time con-

suming. It is no more pra-tical for each teacher to be asked to
develop his curriculum than for a doctor of medicine to be required
to roll his own pills. Materials should be professional and well-

done, then they should be used in a professional manner.

.70 Plans must carry schedules and budgets before they can be compared

and adjudged to be feasible. Also, this step will aid in sharply
reducing thie number of alternative plans retained for consideration.

.0 Select the "Best'' Plan

.10 It is evident that each plan must be analyzed with consideration

given to the benefits to be derived, the cost of implementing the
plan and the existing constraints.

.20 After careful consideration the most feasible plans should be

celected for further comparison and deliberation.

.30 The processes involved in 5.10 and 5.20 should lead to the selection

of the plan to be implemented.

.40 After the plan has been selected it must not only have administrative

approval, but also a commitment to implementing the plan and providing
the budgeted resources necessary.

.0 Organize and Implement Plans

o Perform Function Analysis iIn terms of the plan selected to be imple-

mented, therez needs to be & detailed study made to identify and define
higher functions that must be performed to accomplish the plans and
objectives.
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6.3

6.4

6.5

13 Items E Continued

Develop Organization Structure The staff, supporting personnel
and consultants must be organized into a structure of divisions,
depar tments, units, etc., that can most effectively perform the
required functions and achieve the goals and objectives.

Organize The responsibilities of staff, departments and divi-
sions must be defined. The organizational structure describing
the hierarchy of assignment must be determined to assure effective
coordination of effort. Position qualifications in terms of edu-
cation, experience and specific knowledge and skills must be
established.

Staff Recruit, select and assign gualified personnel to provide

orientation and training unique to the requirements.

Communicate Communicate requirements to insure that employees

and others involved understand them in terms of policy, adminis~
trative and operative procedures, directives, project goals, spe-
cial considerations and so forth. Some of these will be standards
in current documents. Others will have to be developed for special
consideration in a particular project.

Direct Activities Provide immediate supervision of assigned per-
sonnel (to delegate, motivate and evaluate). '

7.0 Honitor (Manage--Control)

7.1

7.3

7.4

ldentifv Sources of Control Information This refers to the infor-
mation necessary for the person managing the activities in order to
be assured that things are going as planned. There needs to be a
catalog or list of the sources of control data available from each
department, division, etc. These can include contracts, schedules,

budgets, report on expenditures, personnel reports, etc.

Select Control Data and Format These should be selected from the

many sources of intormation available. Selection should be based

on effective, relative cost control data which will give the infor-
mation necessary. When needed, define and negotiate the development
of new sources of data. It is also necessary to describe the re-
quired format in which the data will be reported.

Establ ish Procedures and Reporting Responsibility After selecting

the kind of data that is required, assign the responsibility for re-
porting the data. Procedures and schedules should then be established
and the date routed so that all who need this information will have it
at the appropriate time.

Establish Performance $tandards It is necessary to set the minimum

level or range of acceptable performance. These standards may apply
to departments, a group within a department, an individual or a priti-
cular activity.




14 ltem £ Continuec

7.5 Specify Ceviation from Standards any deviation from previously
identified standards has a possible infiuence on the output of
those plans. Identify any deviation from cstablished standards,
and describe the nature of the deviation. Finally, aone should

determine the impact of the deviation and its effect on goals,
objectives and final output.

7-6 Solve Problems Resulting from Deviations A deviation from sta.-~-
dards is a problem and should be corrected. Follow the steps in
problem solving in making the necessary corrections.

8.0 Evaluate Progress

8.1 Establ ish Evaluation Procedures and Schedules In addition to
final evaluation, there must be step-by-step evaluation to assure
proper direction and to make necessary corrections if the evidence
shows that some of the previously determined needs, goals and ob-
jectives were not appropriate. Methods of evaluation should be
defined, the frequency of evaluation determined, format for reporting
selected and the responsibility assigned for program evaluation.

8.2 Compare Present Progress to Established Goals and Procedures Present
program accc 'plishments should be compared at any particular point in
time to the stated goals and objectives, budget or expend:tures, per-
sonnel performance, etc.

8.3 Document Evaluation Prepare detailed report of the evaluation by
highlighting prcblem areas and describing deviation from desired
performance. This information should be presented to all of those
who have an impact on the project or program.

9.0 Modify

9.1 identify Need for Changes (Problems) Control repcrts, the evalu-
ation reports and comparative research data will provide the basis for
identifying areas and levels of problems.

9.2 Solve Resulting Problems Decisions will need to be made to correct
deviations, to improve performance and to solve the various problems
occuring during the process. Problem solving procedures shzuld be
fol lowed to correct these items.

9.3 Up Date Goals, Objectives, Etc. At any point in time, it may become
necessary because of new information, new problems, etc., to re-défine
or up-date the needs, the goals, the objectives and perhaps the glans.
There should be a means by which iteration can take piace at any point.

¢
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ExamBie

STEPS IN CURRICULUM DEVELOPMENT

This item (F) was included to serve only as a means of illustrating
the application of the model to a specific process with which we are all
familiar. It seems obvious if we are to develop curriculum leadership we
must know the critical functions involved in curriculum development. The

develorment of leadership is the means to the desired end. Thus the chosen
example is to serve the purpose of plunging participants into the task of
planning for leadership development on all levels essential to upgrading
public education.

Cluster approach?
K-87
1. Identify Occupation(s) or Curriculum Elements 7-87
Oriextation to world
\ of work?
13-14?

2. Develop and Validate Occupational Analysis

3. Develop Performance Objectives {on the job)

4. Write and Arrange in Seguence Enabling Objectives

5. Develop Alternative Activities to Accomplish Each Enabling Objective

6. Select and Sciiedule Activities

7. Cocrdinate with Other Curriculum Elements

8. Identify, Select and Use Aupronriate Media, Materials and Facilities

Guestions -~

When should field test be done?

How and when do we evaluate?

What are the plans for dissemination?

When are needs determined?

When aend how do we develop »echntcal content?
Are standards important?




16 I[tem F Continued

STEPS IN CURRICULUM DEVELOPMENT

Definition of Curriculum

The curriculum is the sum total of the learning experiences for which
the school has responsibility. To plan a curriculum means to select, ar-
range and sequence these experiences, through the joint decisions of
teachers and learners, so that successful iearning results. |In vocational-
technical education, as in other areas, this reguires that learning out-
comes be clearly defined, in behavioral terms, and suitabie evaluative
devices be designed *to measure their achievement* (1) The foilowing sug-

gestions are only intended for use as an example.

1. ldentify Occupation(s) or Curriculum Elements

Ide .tity of occupational field or orientation experiences should
be done ‘n terms of both long range and short range demands. Occupa-
should be selected for which there will be a demand on national,

gional or state basis. Lc..lized conditions should be considered.

2. Develop and Validate Occupational Analysis

Analysis of functions should be performed by those working on the
job with a clear definition and rationale for each of the functions.
Occupational analysis is necessary to assure employability. The
rationale of each function can clarify the attitudes necessary to be
successfully employed. The rationale should be developed by subject

matter teachers :a cooperation with both employers and workers from

(1) *A Guide for the Development of Curriculum in Vocational and Tech-
nical Education, Division of Vocational Education, University of Cali~-
fornia, Los Angeles, California, p. 10.




Example 17 Item F Continued
cxample

the industry. This can be done on a statewide or regional basis, and

may be validated by people in industry.

Develop Performance Objectives (on the job)

A performance objective is a statement of what a person must be
able te do or, what a person will be doing to demonstrate his know-
ledge or skill. A performance objective includes a description of
the important conditions under which the employee will be expected to
demonstrate his competence. It is a description of spocifi.ally what
will be considered acceptable peiformance, in terms that can be quan-
titatively evalusisd. (Behavior, Conditions, Criteria)* (2)

Performance objectives set the scope and level of the curriculum.
They clearly describe the end results of training.

Objectives and curriculum should be developed on a state level
with a team of subject matter teachers, objective writers, employers
and employees working in an occupation (by people knowledgeable about
job standards). Writers of objectives should interview those wh~ are
competent in occupational skills, to determine the performe. e s . -
dards, conditions and criteria. (Workers, employers and subject
matter leaders who can have depth of knowledge and experience in a

particular area.)

Write and Arrange in Sequence Enabling Objectives

Enabling objectives refer to those specific objectives necessary
to begin and reach the desired level of pertormance or are successive

steps to be accomplished in reaching the level of performance.

(2) *Communications Requirements for Technical Occupations Coordinating
Council for Occupational Education, State of Washington, Olympia,

Washington, p. 38. .
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These objectives serve as building blocks for higher levels of
performance. They are best formulated by a team. (The team might
well involve a member who can represent a depth of knowledge in a
subject matter or occupational area, a member who can assure that the
psychological aspects of education are fully taken into account, a
member who can assure that the student-ieacher relationship is ade-

quately considered, and a member competent in writing clear objecfives.)

5. Develop Alternative Activities To Acoomplish Each Enabling Objective

A series of alternative situations should be developed as means
by which students can accomplish each enabling objective. Activities
refer to any learning procedure, process or situation including such
things as réading assignments, laboratory procedures, visitation cr
field trips, observations and use of media including motion pictures,
programmed instructional materials, etc.

Depending on each individual student's ability and interest, there
are varied possibilities for activities to allow each individual student
to accomplish each objective.

Each person learns through experience. Activities become experience
building blocks for learning. Activities may be carried cut on state or
local level and can be done by teams, but the initial selection must be

done by the instructor and/or student in terms of his needs.

6. Select and Schedule Activities Based on Individual Aptitudes and Interests

Select from the many suggested activities those most appropriate to
the particular situation and particular student involved. Curriculum may

include fewer and broader activities for students with more ability and/or
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Example 19 ltem F Continued

more experiences. Other students may need to have activities that are
more specific ond allow for more repetition.

Repetition is desirable depending on the level of the subject
matter, the abilities and aptitudes of students and the level of
skills and knowledge to be attained.

The selection of activites may be done by local sctool people,

and to some extent involving students.

Coordinate with Other Curriculum Elements

This refers to coor.imating curriculum with other vocationa!
elements and with elemsr..s in general education that influence voca-
t onal success. Such sublects as math, English, science and social
stuaies directly influsnce the development of knowledge and skills
essentijal to success in an occupation. Coordination of curriculum

content is the respons:bility of local educatiocnal personnel.

ldentify, Select and Use Appropriate Media, Materials and Facilities

Appropriate selecticn must be made of the media, materials, equip-
ment and facilities, needed to .rovide for the planned activities and
with provisions as to their use. 1t is impossible to have facilities
and equipment available to implement every activity. Decisions must
be made as to whether or not media and materials are available and
whether they should be nrocured or developed. Teachers, administrators,
employers, workers and students should be i~volved in selecting and

providing appropriate and adequate materials.

R



Example 20 ltem F Continued

(Na)

Acquire Media, Materials and Facilities

in order to insure effectiveness of the learning experience, it
is essential that attention to providing the necessary med ia, materials,
equipment and facilities be initiated in the planning stage to allow
time for procurement and installation of those elements which are not
on hand. This function must be accomplished through the combined efforts
of State and local administration, and personnel with purchasing responsi-

bilities.

Example |tem G
PERSONNEL NEEDS AND COMPETENCIES REQUIRED

This item {G) was included to serve as example of the personnel needed
to provide adequate curriculum leadership. The staffing patterns within a
state may vary a great deal if the essential functions are provided in a
competent manner. Also, it is possible to provide certain competencies
through cooperative programs with neighboring states and/or on a regional
basis. There is no claim that this example is all inclusive or that it
should serve as a pattern. However, it s ould be helpful to partigiparits
in considering their personnel problems, limitations and needs.

Step (1)*
Numbers

A. Teacher-Educators

a. Provide courses needed by all personnel to carry out their
functions

b. Responsible for in-service education for all personnel

c. Provide leadership in planning for the Jdevelopuent of
specialized personnel

d. Serve as consultants in the process of developing curriculums

xRefer to Numbers Used in ''Steps in Curriculum Development'! (1tem F)




Examg]e 21 ltem G Continued

3. Objective Writers

a. Should interview workers, employers and subject matter (3)
teachers to determine performance objectives {(on job)

b. Write objectives (behavior, conditions, criteria) (3)

c. Assist in a team ‘fort in the writing of enabling ob- (4)
jectives (provid. _bjective writing competence)

C. Teachars (Subject Matter)
a. Develop and/or validate occupational analysis (2)

b. fAssist in a team effort in the writing of performance (3)
objectives (provide occupational competencies in writing
objectives)

c. Assist in team effort in writing and sequencing enabling (4}
onjectives

d. Develop alternative activitiec, select and schedule their (5-6)
work activities based on individual aptitudes and interest
They should coordinate their work with other curriculum
~lements, and identify, select and use appropriate media, (7-8-9)
materials and facilities

D. Psychologists or_persons proficient in providing for psycho- (4-6
Togica! aspects shouid have an appreciation for Vocational -
Technical education

a. Assist in the team effort of writing and sequenc’ g of
enabling objectives

b. Assist in the team effort of selecting activities based
on facilities, structure, individual aptitudes and in-
terests (provide for psychological aspects)

€. Industrial Representatives (workers and employers)

(2-3-7)

a. Assist in team effort in the development and validation
of the occupational analysis

b. Assist in team effort in determining performance objec~
tives

c. Workers and employers should assist in recommending appro-
priate materials and facilities to provide for the level
of competence needed. (provide the in-depth information
as to the actual on-the-job functions performed and the
level of competence required)

rd
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Example 22 ltem G Continued

F. 1llustrators - Media Specialists - Artists (9)

a. Prepare materials, guides, instruction sheets, aids,
etc. as required (provide for a quality, attractive,
exciting presentation of content)

G. Content Re-writers (9)

a. This person is to re-write technical information and the
like into layman terms and the reading level appropriate
for the students to be served (provide materials which
can be understood by all).

Administrators

H. Coordinators / Managers (9)
a. GCoordinate, direct, and manage the activities in the
process
b. Tleach basic concepts and processes to vocational staff
membe rs

c¢. Make decisions (provide assurance that action will take
place and that administrative decisions are made)

. Purchasers (Acquisition)

(8-9)
a. Work with the team i+ dc° rmini sst crelal Ls
te . Y
k. Provides decisions that allow for lead time ~o0 assure
program cperation
J. Other Personnel and/or Competencies for You To ‘Tor iider
a. Technical Editor - Edits all material for publication
b. Machire Operators (within curriculum labora.toi y)
c. Manmuscript Typist (a specialized typist)
d. Dirsemination Coordinator (administrative stuvf)
The model presented is general in i ature but ¢ be applied to any
planning and management situation. It w.as intendec to represent a logical

and systematic procedure for attacking the various «inds of problems in
education. Hence, it represents a concept to comp iemant sound principles
and practices of educational administracion. When properly applied, this
concep: should enhance educaticmnal progress.
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SAMPLE ITEMS FROM THE 14 STATE PLANS

(Outlined according to the Planning and Managing Model)

1. Identify Needs (1.0)

The fourteen state teams attending the Inmstitute developed plans for
leadership development which seemed to apply to their situation. These ideas
have been compiled and an attempt has been made to summarize the information
prepared by the state teams. The things listed in this sumwuary were taken
from one or more of the plans.

In identifying neecs for leadership development in curriculum planning
several factors should be considered. Some things for consideration are:

General needs

Personnel needs

Training needs

Structure to use in developing curricula

N =

Under each of the four categories above several ideas are listed.

General

1. An awareness of the need for leadership development

2. An awareness of need, value, and scope of a curriculum materials service
3. More involvement of teacher educators in developing materials

4. To evaluate existing curricula

5. To set priorities

6. Research existing theories to help establish a basis for curricula

7. Inventory of existing personnel

Personnel Needs

1. Program Planning Specialists
- Prime responsibility of planning and implementation of curriculum
2. Teacher Educators '
3. Curriculum Materials Specialist for each service area
4. Administrators, Supervisors, Curriculum Director, and Cooxdinators
5. Artist, media Specialist, (creative design and layout), writers and editors
6. Others

Training Needs

1. Emphasis during pre-service and in-service education on utilization and
adoption of instructional materials
- State staff personnel
- Administrators
- Teachers
- Media specialists
- Supervisors
- Curriculum director
- Coordinators



Structure

1. Develop 2 workablie ~tructure
- Facilities for curriculum services
- Curricuium service expansion based on (multi-level programming)
-- X through 14 plus Adult
(1) orientation
(2) exploratory
(3) career-preparatory (cluster)
(4) career-preparatory (specialized)
(5) up-grading and maintenance
- Use a curriculum development team
-- Teacher Educator
-~ Curriculum Specialist
-- Objective Writers
~- Technical Writers
-- Media Specialists
-- Labor Market Analysts
~-- Coordinators
-- Curriculum Advisory Committees
- State
-~ Local
~-- Program
-- Professional and lay membership
{1) students
(2) parernts
(3) others

2. Develop Goals (2.0)

1. Develop long range and short-range plans for curriculum development in
vocational education

2. Develop a plan for in-service education for curriculum development
3. Increase the number of personnel whose function is curriculum development
4. Organize a curriculum development Service

5. Identify resources available for implementing leadership developwent activities
in curriculum planning '

6. Articulate occupational information from grades K-14

7. Establish a curriculum laboratory

8. Review and evaluate existing curricula

9. Coordinate efforts in curricula’developments from local, state and national level

10. Design and conduct research programs relating to developing curricula materials




11. Develop a '"total curriculum'' concept and supportive materials for all
program levels

12. Employ a person whose priwe responsibility is to coordinate curriculum of
all agencies and institutious

13. Establish advisory committees for curriculum planning

3. Develop Objectives (3.0)

1. Select state leadership for curriculum development
- Improve competencies of personnel in the state
~ Develop a written plan

2. Develop a plan for in-service education for:
- Teachers
-~ Administrators
- State staff
- Teacher educators
~ Others

3. Select curriculum leaders on a regional basis

4. Provide leadership and coordination in developing curriculum materials

5. Establish priorities for curriculum development projects

6. Identify resources needed in curricula development pzrsonnel .

7. Organize an administrative structure in curricula development

8. Seek fundihg (federal and state) for curriculum personnel
- Occupational Education Coordinator
- Academic Education Coordinator
- Vocational Education Coordinator

9. Promote the cluster concept K through 14

10. Organize a statewide advisory committee for each occupational area

11. Set up .a pilot area to serve as a model for curriculum development

12. Allocate funds for sufficient leadership personnel for curriculum development

13. Develop criteria for the review of existing curricula material

14. Develop a system providing for exchange of materials

15. Establish internships~for potential curricula development personnel




16.

17.

10.

11.
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Finance research projects relating to curricula development personnel

Establish criteria for tha selection of curricula leaders

4. Possible Ways To Reach Objectives (4.0)

Hold in~service training workshops for personnel
- Local

- State

- Regional

Ewploy an outside agency to study & state's situation in leadership
developwent

Provide a statewide institute for training curricula leaders
- All levels

Employ a person responsible for curricula development on a state basis

TIdentify resources available for implementing curricula leadership
development activities

Contract with colleges and universities for curriculum leadership development

Advisory committee determines priorities for recruiting and training individuals
in the development of curriculum.

Recruit staff members on all levels and provide an opportunity for training
Establish a curriculum laboratory if one is not in existence

Use present staff members within the existing structure

Secure feedback ideas from instructors, students, industry and business,

agencies (private and public)

5. <Criteria For Selecting Best Plan (5.0)

The State Director should assume the leadership role for the activity.

Use cost benefit analysis, political feasibility, teacher acceptance, and
analysis of informal constraints, etc. to select the best plan

Local Educational Agencies, State Division of Vocational Education, Higher
Education Institutions and the Federal Government should work together in

developing and implementing a plan.

The availability of personnel and facilities



6. How To Implement The Plan_ (6.0)

. A committee should be appointed to soordinate the activities of the plan.

The committee may include:

Director, curriculum laboratory

Representatives of the Bureau of Vocational Educiation

Teacher Education ~- Representing theé teacher education institutions in a state
Local Teachers

Include the plan in the *State Plan” for Vocational Education and the EPDA plan
for the state when applicable

Bureau of Vocational Education prepares regulations for State Board consideration.
~ For new positions

- For standard

- Competencies

~ Procedures

Secure Administrative approval
- State Superintendent

- State Board of Education

~ Other

. Re-allocate resources to implement:

~ Staffing
~ Providing adequate facilities
~ Funding

. Make use of available research information

. Use alternatives when the major plan does not seem to work

7. Management and Operation (7.0)

. Management and operation implies ") eadership® and leadership requires decision~

making, use of alternatives, flexibility and delegation.

The committee identified in (6.0) will be responsible for establishing the
standards of achievement for the plan.
- Identify deviations, tolerances and limitations relating to standards

. Evaluate progress, establish procedures to evaluate, compare progress to

goals and document evaluation

. Develop a plan to utilize staff and work toward reaching the goals

. Develop a handbook to follow

~ Guidelines must provide for application of target dates, and other attainable
objectives through performance.



8. Evaluation (8.0)

Design a way to pre-test and post-test all institute participants to
Jetermine the level of competency in curriculum development

- Field testing

- Feedback from users - students and teachers

The committee described in (6.0) will study evidence of success or failure
of the plan and suggest changes as needed.

Evaluation will be continuous and based on the objectives.

Develop a proced.r:s, compare opjectives, document, and dissaminate to
persors conceizec

Use a task force == outside organizatioas to aid in evaluation
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CURRICULUM DEVELOPME.:T LEADERS
- A PERSPECTIV™ -

The planners of this Institute asked me to cover such a wide variety
of subjects that I felt as thcugh I had beer handed the ingredients for a
potpouri. Wistfully, I pondered the possibility of combining the subjects
in such a way that I could call this, respectably, a "state of the art"
paper—--but no, its potpouri. 1 can assure Wwou, however, that each cf the
ingredients were tenderly processed before they were added to the stew.

Perhaps you can stir small portions of my recipe into the recipes or
formulas you develop here this week, to aid in solving the critical need
we have for training curriculum development leaders. The ingredients avail-
able to me are well known to you. You will have to judge whether they are
appropriately blended and are palatable. I plan to discuss with you:

- The need for leadership development

.« The role of curriculum development leaders

. Personnel development for wvocational educators
- at the national level
- at the state level

. Elements of an approach to wmeeting the need

Wm. G. Loomis, Director
System Information & Training
Institute For Educational Engineering
Oregon Board of -Education
Salem, Oregon



The Need for Leadership Development

Evidence abounds to support the convictior that America must maxe
dramatic improvements in education and that a vital component of an
improved educational system must be a viable wvccational education = -ogram.
It is equz ly clear that one of the most important keys to improvezznt
lies in the training and development of educational persomnel.1 Lr-btless
of most significance to those of us assembled here today is the fac - that
the method (system or approach?!) for achievirg professional deve:. rpment
must——in most instances--be drastically reformed.?

It will be no surprise to you when I say that the most essential
ingredient in an educational overhaul—-includirig the reform of profassional
development programs--is effective leaders. Thus, I have given you the
solution to our educational problems in the second paragraph, and i you

ever want to convince others that this is the real solution, I suggest that
you ask them to:

-Scan the testimony leading to the enactment of the 1968
Amendments to the Federal Vocational Act. Note especiallw
the provisions for leadership development under Title II

of the Amendments—-now known also as Part F of the Education
Profession Development Act (EPDA).3

‘Read the latest assessment of educational manpower needs
by the Commissioner of Education entitled The Education
Professions, 1969-70%, and pay special attention to the
chapter dealing with vocational education. (Among other
things, a doubling of enrollment is projected by 1975--and
that in itself assumes a real need for leadership develop-
ment.)

-Review the statements of need submitted by the eleven
universities chosen this last year to train vocational
leadership personnel under the provisions of Section 552,
Part F of EPDA. Don't overlook, also the statements of the
several more universities being approved this year for such
grants. (I would suggest you contact the universities for
their statements if they are of interest to you.)

«Finally, study the Guide for the Development of Curriculum

in Vocational and Technical Education” published by Mel
Barlow's Division of Vocational Education at the University

of California at Los Angeles. This publication was prepared

as the result of an Office of Education grant. It highlights
points of view and other data developed at a national confer-
ence in Dallas and nine regional clinics held in 1969. Chapter
VII outlines the need for curriculum development personnel and
suggested steps to be taken.




Again, may I say that the purpose in mentionins ‘hese source documents

is not to convince you of the need. 1 assume you w :1d not be here if this
nzed wasn't evident to you. It is my thought that ase sowurces of informa-
tion about need may be a ready reference if you nav: an occasion to do some
documentation.

The Role of Curriculum Development L.aders

This is a tempting topic to discourse upon at i-ength., If 1 were more
than an armchair expert in this field of curriculum es2velcpaent, you would
need to be prepared for a real dissertation. Tkis ~. ‘relie el

-The potential for the short and long--rar z¢. ssuccess of
vocational education as a segment of the p-hiic educa-
tion structure will be dependent upon vocatzicnal educa-
tors exhibiting more wisdom znd skill in tlze design and
development of curriculum materials than w [lave displayed
in the past, and secondly;

‘We must identify the varying degrees of . pertise that
administrative and supervisory personnel ( .=. academic,
vocational and general education personnel . musit possess
in order to understand and be able to judgs, adopt and use
effectively vocational education curriculum material as a
part of the total educational processS.

Rather than presume that it is within my capability to identify the
various roles of curriculum development leaders where vocational education is
concerned, I will enumerate examples of circumstances which obviously call for
differing roles for curriculum develcopment leaders—-

.For instance most knowledgable persons weauld agree that we
must be concerned with career development in the educational
structure from elementary through the post—-secondary school
including adult education. However, how many people im your
state, who develop and use curricular naterials, are actively
and effectively engaged in introducing career education at
all educational levels?

-Another example might be of a situation where changes in basic
curriculum content has been accepted by the public schools,
colleges, and universities and they must be translated into
personnel or teacher requirements. Unless there is an under-—
standing and commitment, as well as leadership from manv ~duca-
tors in many strategic positions, the significance of sy heed
curriculum content is lost in the process. For omne thiog,
teachers usually must be given training in order to match their
competencies with those required in the new curriculum content.
How often do you witness sttempts to introduce new curricular
materials into a school system with the result being a rapid
deterioration back to the same old progzam? Surely this failure
must be shared by curriculum leaders.
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‘A third example could be the role which curriculum
development personnel in vocational education must play
as they assume full partnership with their academic
collegues in designing and structuring the total educa-
rional program. How frequently today in ycur state do
academic and vocational education curriculum leaders in
state agencies, universities, or local educational agen-
cies work together as a mutually supportative team?

-1f vou are interested in getting the academic educator's
opinion of the "state of the art" in curriculum develop-
ment, the entire March, 1970 issue of the Phi Delta Kappa
publication” is devoted to the subject. Incidentally,
vocational education is mentioned by only three of the
seventeen noted academic experts authoring articles, and
the one who had more than one sentence devoted to the
topic was using it as a means to illustrate the dangers
of federal support.

Many other conditions could doubtless be cited which would also confirm
the need for varying levels of leadership competency in the area of curriculum
development. Suffice it to say that my recent experience at the federal level
in personnel development activities convinced me that very little is being
done in most states to identify these various roles (competencies needed by
type of personnel) and provide the needed training.

In order to view the trainimg of curriculum development leaders in rela-
tion to the total effort, it would seem worthwhile to consider briefly personnel
development activities in general in the field of vocaticnal education.

Personnel Development for Vocational Educators

Thirty states, in the judgment of review panels for the Bureau of Educa-
tional Personnel Development of the Office of Education, have demonstrated in
various ways that they are quite actively committed to providing a comprehen—
sive program of professional development. Some are making a much greater effort
to develop an effective program than others. From the advanced information 1
had about the states that were invited o send participants to this meeting, I
know that some of the real leadership i2 state~level planning for professional
development is rzpresented here.

As a frame of reference for your deliberations here this week, 1 am
bringing to your attention developments and personal judgments that seem
significant at the national and state level.

The National Scene

Progress is being made largely as a result of increased funds provided
by the 1968 Amendments to Federal Vocational Act, including Part F of the

Education Professions Development Act.
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"Eight national institutes, each with a select national
advisory committee, are being sponsored with EPDA funds
this fiscal year--aimed at giving leadership and coordina-
tion to state efforts. This institute for the development
of leadership personnel in the curriculum area is one of
the eight. Attendance at all of these special institutes
is restricted to participants who presumable will develop
exemplary programs in their respective states. These
institutes are aimed at aiding the states to meet certain
critical needs in personnel development as identified in
the 1970 Program Information? from the Bureau of Educational
Personnel Development.

*The BEPD is planning to convene an Ad Hoc Task Force this
year that will provide the bureau with advice and counsel
on the direction it should be taking in vocational educa-
tion, and on updating priority objectives set forth in the
1970 Program Information. National institutes funded from
1970-71 monies will doubtless be in keeping with these
priorities. .

*Statewide systems (plams or pwrogramer being developed by
State Boards ror Vocational Education will have to provide
the basic frame of reference for mnationsl or U.S. Office of
Education planning. Therefore, the degree of sophistication
of planning and determination of meaningful priorities at the
federal level will be in direct proportion to the excellence
of state planning.

.Needs evidenced in the states along with the interest
expressed by several universities caused BEPD to expand the
Leadership Development Award Program (Section 552 of Part F)
this year to include, on a shared—cost basis, some six to
eight additional imstitutioms. (There were three to four
applicants for each award this least year.) Despite this
expansion, which is desperately needed, ycu cannot assume
that any cadre of curriculum development leaders will
emerge from this program. There just are not enough
resources devoted to thig effort, a comsensusg about the
need is lacking, and the competencies needed have not been
identified clearly enough by institutions approved for grants
to make any real ijmpact on this pergonnel shortage area.

*Now, a final observation about the Office of Education's
role in personnel development. For more than a year the
Bureau of Adult, Vocational, and Technical Education has
been making an increasing effort to coordinate functions
that are vital to the total vocational program, such as
research, special needs, and personnel development. In my
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judgment it has been making progress. The BEPD has worked
closely with BAVTE in this effort. This institute is a
product of such joint planning, as are all of the other
national institutes funded with EPDA monies.

*As a postscript to my comments about the national scene,

I wish to say a word about the role of the profession as

it relates to professional development. All too often the
“rank and file" interest in or commitment to the profession
as such is not evident at the mnational level. Resources are
available that are not being tapped and only a '"grass roots"
movement can really be successful.

Progress in the States

The potential for progress with professional development programs in the
states depends, of course, upon mary factors. Presumably you would not expect
me to give you a state hy state evajuation! For whatever they are worth, I
have, however, listed some questions that might be used to evaluate stat
efforts:

-What evidence is there that the State Bcard staff under-
stands the need for or is committed to professional develop-
ment programs?

‘Te what extent does the State Board use federzl funds to
provide additional services, rather than to supplant state
effort?

*What evidence indicates that adequate resources are being
allocated to professional development as the total voca-
tional program expands? (e.g. state use of federal funds
for this purpose varies from O to 15 percent.)

.What evidence confirms that the Gtate Board staff, in
cooperation with colleges, universities, local educational
agencies, and the profession, has developed and is imple-
menting a viable statewide system of professional development
which:

a. Provides for continuous long-~range planning, evaluation,
and feedback, and

b. Identifies priorities, such as meeting critical shortages
in leadership personnel-~including curriculum leaders?

.What information indicates that professional development
programs reflect good or exemplary practices in keeping with
recent research and development in the field?

9@



Participants at this institute arz presumably in the vanguard of the
professional development movement in this country~—particularly as it
relates to state level activities. 1In all likelihood each of you have, or
could compile, evidence of your own state's performance in relation to each
of these questions (indicators). You would, doubtless, chouse 10 revise or
add to my list of indicators. Having done so, it would be my hope that
each of you, with a minimum of rationalization, could sScore your state
"excellent" or "satisfactory” on all of these indicators.

It is doubtful, however, if the State Roards of the staffs of many
cher states would be able to score their performance as even "satisfactory"
on many of the indicators I have outline-.

Unfortunately, professional development has not be2n one of the highest
priorities of most State Boards, ox their staffs. Comnsequently, the resources
deveted to this activity have been less than adequate. It seems inevitable
that vocational education become an essential component of a reformed and
greatly improved educational program in this country. If this is to happen,
the role of professionzl development must be reassessed and improved in every
state. In my judgment, most State Boards and staffs have not in the past
realized the potential impact that an adequate professional development pro-
gram can have on the vocational education program. This is changing. 1 am
opiomistic.

Elements Of An Approach To Identifying The Need For-~-—and Training—--Curriculum
Development Leaders

First, this approach is based on several premises:

-The primary responsibility for developing a program to
train curriculum leaders lies with each State Board.

-The primary role of the U.S. Of fice of Education is to
use its resources to build each state's program to its
optimum.

«1f, in the judgment of any of the states, there 1s a
need that can be met only by joint efforts (meaning two
or more states and/or the federal government), such a
program would be launched.

The Second element of an approach begins with the assumption that a
personnel development program for curriculum development leaders should be
identified as one component of the State Board's statewide professional
development systam and assigned an appropriate priority. The chapter in
the Commissioner's latest assessment report3 that deals with vocational
education suggests that there are a number of questions we should be able
to answer with regard to future staffing. Whether we are addressing our-
selves to the total program of vocationsal education or one area of staff
need, these questions will call for answers from each state. For instance:

.What new directions will vocational—~technical education
take during the 1970°'s?

£} §



.Given the nature of vocational-technical education, what
will be the manpower (or personnel) requirements?

.To what extent will these requirements be met?

‘Will tbere be a gap between the requirements (demand) and
available resources (supply). and if so what action can be
taken to close this gap?

*What are the priorities and research needs in the train-
ing and employment of personnel in vocational-technical
education?

Answers to these questions, especially as they relate to preparing
curriculum development leaders, may Trequire some "homework' on the part of
many State Board staffs, their coclleagues in teacher education institutions,
and local educational agencies.

A third element of an approach to meeting the need for curriculum leaders
might well be a joint effort between the states and the Office of Education to
determine——

-The actual competencies required of curriculum leaders in
vocational education.

*The types of personnel who have leadership roles ¢r are in
decision-making positions which make it essential that they
possess certain of these competencies.

This determination of competencies (performance based), as a joint venture,
could result in much more unanimity of effort in the training of such personmnel
in the states. A procedure that could expedite this undertaking might include
the following activities:

«Identify the competencies of curriculum leaders in voca-
tional education using performance-based indicators. Pro-
vide for an analysis which establishes major competency
areas with an ordering (ranking or classifying) of
representative tasks under each area.

.Use this =nalysis to determine the competencies needed

by various educational leaders9 whose decisions affect the
development and use of curricular materials in the field
of vocational education.

«From the performance-buased competency requirements identi-
fied as essential for full-time curriculum development
ieaders {(and others) develop behavioral objectives, and in
turn, the content of training programs for such personnel.
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.Determine for which competencies the states can provide
training and also which types of leaders they can train
in their respective states. With this information avail-
able, State Boards, and others concerned, may make more
meaningful decisions about the need for coordinated effort
on a regional or national basis.

You have just been exposed to the "alements of an approach' for identi-
fying need and training curriculum development leaders which included:

‘A point of view about the role of the state and federal
govermment, and

*Questions that must be answered in each state if personnel
development is to flourish, and

*Finally, some specific action that could be taken to attain
the goal of providing competent leadership personnel in the
field of curricuium development.

An Epilog

To determine the competencies (insights, understandings, skills, abilities,
and commitment to vocational education) required of potential curriculum leaders,
is to identify the qualities of a select group of professionals such as those of
you assembled- here. Then perhaps you will want to add performance potential that
was infeasible for you to attain. This will not be an easy task, but you can do
it. :

The resources are available if we choose to use them. The basic grants to
states from the Federal Vocational Act, aione, have increased from $65 million
i{n 1963 to more than $490 milliom this year. This is only one resource avail-
able with the states. Special federal monies can doubtless be made available
from EPDA for worthy developmental undertakings.

Training educatiornal leaders with highly specialized competencies could be
considered by many State Board staffs and their associates to be excessive in
cost, and therefore, impractical as a goal. This thinking may prevail especially
where the volume of personnel is limited and the training requirements rather
esoteric in nature such as those required of curriculum development leaders. In
the long haul, this point of view will contribute to bankrupting the total voca-—
tional program. An investment of this nature, 1if soundly planned and managed,
will in my judgment, pay some of the greatest dividends.

My perspectives are at an end—-~the potpouri is yours. May your week be
well spent.




«10~-

Bibliography

National Advisory Council on Education Professions Development,
Second Annual Report, 308 Vanguard Building, Washington, D.C.,
1969, p. 2.

Smith, B. Othanel, and others. Teachers For the Real World, American

Association of Colleges For Teacher Education, Washington, D.C.,
1969, p. 8.

Bureau of Educational Personnel Development, Education Professions
Development Act——Public Lzw 90-34, Reprinted by U.S. Department
Gf BHezlth, Education, »nd Welfare, Office of Education, 19°.:¢,
p. 18.

The Education Professions, 1969-70 is the annual assessment repwort
on educational personnel required by EPDA legislation. This edi-
tion should be available through the Superintendent of Documents
by November or December, 1970.

pivision of Vocational Education, A Guide for. the Development of
Curriculum in Vocational and Technical Education, University of
California, Los Angeles, California, (Pursuant to a contract with
the Office of Education), 1969.

Kappan, Vol. L 1, No. 7, March, 1970. The entire issue is devoted to
curriculums for the 1970s.

Bureau of Educational Personnel Development, Program Informatiom,
EPDA, Part F, U.S. Office of Education, June, 1970, p. 3.

The Education Professions, 1969-70, op. cit.

Hill, Alberta D., Paper delivered at 1969 National Conference in
Dallas on the "Training of Personnel in Curriculum Development.'
Dr. Hill suggests competency areas and notes that quite often a
"team" of experts are involved in curriculum development.

- 98



O

ERIC

Aruitoxt provided by Eic:

IMPLICATIONS OF LEGISLATION ON CURKICUI.. :© DEVELOPMENT

Excerpts from Mr. Berndt's presentation

In summary, let me identify the following points as being most

crucinal. Our efforts must be directed in resolving these points as they
apply at each level (Federal, State, and Local):

1.

Increased priority must be given to curriculum activities at all levels
and the role and responsibility of specific staff at each level defined.

A professionally competenu curriculom specialist must be employed in

each state with the resp —mibility fox appropriate curriculum activities.
There must be a program ::- =raining for curriculum specialistz to mee:
the needs of a total pregzam of curriculum development. The ~=aining
program should include . - =iod of iaz=rnship.

A concinuous program of imservice t—aining of teachers in the .nore effective
use of both exzisting anc =W curriculum materizis must be imp_ .emented in
each state.

A more effective validat<ow and evaluation of curriculum materials is needed.

An effective system and procedure for the dissemination of curriculum inform~
ation and materials must be instituted.

There is a need for the development of new curricula and instructional
materials and updating existing materials.

An effective system must be implemented for the coordination of all curricu-
lum activities. Until the extensive duplication of effort is eliminated,
the total needs cannot be met, nor can the expenditure of effort or funds
devoted to this duplication be justified. E

All curriculum materials developed and produced at all levels must be made
available to all States.

William Beradt
U.S. Office of Education
Division of Vocational and Technical Education
#ashington, D.C.
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A SCHOOL FOR TOMORROHW

Introduction

Since Heraclitus, all men have been admonished that ’these are chang ing
times." And so thew are. But if change is a constant factor, the pace ¢z
change is not. The world is ''turning faster,'" so to speak, in the sense
that many of the people of the world are experiencing more situations nex
given unit of time than people have evet experienced pefcre.

Describing the individual life as a great channel through which c:parience
flows, Toffler describes the bewildering sensations which come from tcday's
paces of life like this:

For while we tend to focus on only one situation at a time, the
increased rate at which situations flow past us vastly complicates
the entire structure of life, mul:-_plying the number of roles we
must play and the number of choices we are forced to make. This
in turn, accounts for the choking sense of complexity about con-
temporary life.

Norman Cousins makes the same point in a different gay when he maintains
that "it has been more than a hundred years since 1940." "Time marches on.”
One hardly needs to document the fact that "rimes change,” and yet some persons
at least feel that schools and schooling have not changed much throughout the
years. If that charge is cerrect, then educators have both special problems
and unique opportunities in the years ahead. But what about the charge? Have

the schools failed to keep pace with the times? The only honest answer to that
question must be "yes.”

TAivin Toffler, Future Shock (New York: Random House), 1970. p. 33.

Norman Cousins, "The Age of Acceleration,” in William W. Bayer {ed.}
Issues 1968 (Lawrence: University of Kansas Press), 1963. p. 3.

Jack R. Frymier
Faculty of Curriculum and Foundations
The Ohio State University
Columbus, Ohio
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ln a menumen-al s=ud - undertaken by the Carnegie Ccrporation, Silber-
ma::. describes the fazilurer: of educational reform as follows:

...the reform movement has produced innumerairle changes, and
yet the schools themselves are _argely uancharged.. things ar.
mucl the same as thev had been twenty years &go, a:;d in some
respects not as good as they were forty yesars ago. +vhen the
last great school reform movement was &t ts peak."j

Peter Drucker makes —he point ir. a diferent way. \rguing from a
purely econsmic point of view, he states: ''There are nc dumb :hildren;
there are omly poor schocis. "™ He goes on o make his point ia a force-
fu' way:

...teaching and learning are bound to undargo trewms=ndous change
in the next few decades. They 77ill be transformec. Economic
necessity forces us to tackls the job, no matter . .w great the
resistance »f citizsns and educators...

The iirst zeacher .-wver, that priest in preliterac: YMesopotamia
who sat down outsice the temple with the kids and megan to draw

figures with a twig in the sand, would be perfect." at home in
most classrooms in the world tocday. Of course, thare is a
blacktoard, but otherwise there has beem little c' !nge in tools
and none in respect to methods. The one new teaca.ng tool in the
intervening 8,000 years has been the printed book. And that few
teachers really know how to use - or else they would not continue

to lecture on what is already in the book.

The priest in ancient Mesopotamia was also the first doctor. If

he returned today to a modern operating room in the hospital, he
would not conclude that he could do as well. Yet today's doctors

are no better men than the first doctors were. They certainly are

no better than the father of medicine,’ Hippocrates. They stand

on his shoulders. They know more and, above all, they know better.
They have a different methodology. They have different tools. As

a result they do entirely different things, and do them differently.5

Drucker's point, of course, is that educators have not developed adequate
tools - conceptual and artifact - which will enable teachers to extend
and expand the impact of their effort to help young people learn. And
though Silberman would argue that the groblems is not simply one of in-
creasing the efficiency of the school,” as Drucker implies, they both
agree that schools must be described in static rather than dynamic terms
today.

3Charles E. Silberman, Crisis In The Classroom (New York: Random
House), 1970. pp. 158-159.

A
Peter Drucker, The Ape of Discontinuity (New York: Harper and Row),
1968. p. 347. e

5
Ibid.

6gilberman, Loc. cit., p. 203.
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Ne ither Silberman nor Drucker, howsver, are Uprofeszioral schoolmen.™

Hivoe they do not know what schools ané schooling ar: really like. John
Guodlad's study of classroom practice w..uld support wmeir observations.
¢: - lad repozrts:

One conclusion stands out clearly: many of the r-amges we

have believed to be taking place in schooling haws 7ot ba2en
ge~ting Znto classrooms; changes v .dely recommen. >< for the
schools over the past 15 years we: » blunted on s ~~ool and
classroom door.

I own studies of educational developm nts and change® .uld make the very
same point in a slightly different way: we have attem~ted change, but the
cnanges have not made a significant dii ference in the lives and minds of
those we teach.

Qur intentions have been noble anc our efforts hive been real. Even
s, the changes have not '"paid oFff." ¢ shools and sc¢~o0: are rot keeping
pice with the dramatic tenor of the times.

In another place I have attempted to outline why ¢ feel our change
cfforts have not been as effective and successful as ww all hoped they would
be. We have tended to ask the wrong questions, manip. iate the wrong vari-
ables, and employ the wrong assumptions, besides the fact that education as
a social system is theoretically incapable of self-renewal and rational change.9

There is another reason, though, and it is much simpler but more pro-
found: children differ. Anthropologists suggest that every man is like all
men in some ways, like some men in other ways, and like no other man in still
other ways.l0 "If that generalization is correct, then each child is like all
other children, like some other children, and yet like no other child at all.
Teachers and curriculum developers, therefore must have precise and adequate
information regarding the areas in which all children are alike, the areas

in which some of them are similar, and the areas in which each youngster is
unique.

73ohn I. Goodlad and M. Frances Klein and Associates. Behind The Classroom
Door (Worthington, Ohio: Charles A. Jones Publishing Co.), 1970, p. 97.

8jack R. Frymier, Fostering Educaiionzl Change f£Columbus: Charlies E.
Merrill Publishing Co.), 1969, Chapter Two.

91bid.=

10c1iyde Kluckholm and Henry A, Murray. Persorality in Nature, Society and
Culture (New York: Alfred A. Kuopf), 1948 and 1953, pp. 53-67.
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1 children are alike in that they are born, dependent upon others for
an (- tonded period of time, have one heart., two kidneys and the like. Young-
ster: fre lite scme other children in terms of their sex, tne kind of language
patrarss thevw accuire, their developmental patterns, and their iwmmediate
come inl iy env.roament. Each child is unique, though, in terms of his genetic
rat zerr, the kinds of past experiences he has had, the way he sees T}maelf,

it. i terms of his personal aspirations - what he hopes to become .

~he edumcator's problems center upon questions relating to the degree of
simi.arigy which is both appropriate and possible, while preserving «nd act-
ual’'v “ostering individuality. And those are not simple problems, to say the

lea.:t. Beecepting the fact that some similarity of educational experience 1is
bori approprizte and possible for all children, I would hunch now that many

[ ..v= reform efforts have failed because we did not pay enough attention to
sk~ “zct that children differ.

Focr example, if one looks closely at the innovations which have been at-
ce¢roted in schools in recent years, he is struck by the fact that we have tended
cc -ake "“the old program out’ and put "a new program in.” It may be true, as
Gecodlad and Klein point out, that the reason education has not been improved
{¢ rhat the innovations have not actually been tried - school people think
they try them, but the innovations are actually not implemented "all the way."
Cran.lng that reservation, there is still reason to believe that what school
people have attempted to do is substitute a new program, a4 new set of instruc-
tional procedures, a different organizational scheme, a new something - or -
other for the 'old way” of doing things.

In thinking and working this way, what usually has emerged is the classic
model of experimental design: two groups, one labeled Yexperimental® and
the other labeled "control."” 1In general practice the "experimental®” group
employs the new curriculum materials, the new methodology, the new organiza-
tional arrangements, or what not. The *control” group, on the other hand,
is represented by the "traditional”approach or the Yeconventional' in curri-
cular or methodological or organizational terms. ManY persons have criticized
this approach to evaluation of experimental programs, 3 and rightly so, but
regardless of the criticisms, the actual logic of innovations has been along
these lines. Even when formal and elaborate evaluative efforts h&ave not been
undertaken, in fact, the general posture has been one of comparing the Mnew"!
program with the "old" one, if only in crude and subjective ways.

ITHere and elsewhere throughout this paper I have drawn heavily on my own
chapter, "Can Curriculum Meet The Needs Of All Children?" in Walter Lifton
(Ed.) Education Foxr Tomorxow (New York: John Wiley and Sons), 1970.

12Goodlad and Klein, Ibid.

Lipor example, see Daniel L. Stufflebeam. Urvaluation as Enlightenment
for Decision Making,"” in Walcott H. Beatty (ed.) Improving Educational Assess-
ment (Washington, D. C.: Association for Supervision and Cui'riculum Devel-
opment), 1969. pp. 41-73. '
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what most {requently occurs in that one group (e.g., classroom
group, building, series of classrooms in different buildings, etc-.) is
‘dentified as the "experimental group,'” and they are paired with another
group roughly similar in terms of size, socioeconomic background, ability,
age, and the like. DBoth groups are pretested in terms of the outcomes
desired (i.e., generally "achievement” of some sort), the Yexperimental
group" is subjected to the experimental Mtreatment? which consists of
the new textbook, mnew methodology, or whatever, while the *control group"
goes through their learning experience in the conventional way. At the end
of a given period of time (e.g., six week grading period, semester, year,
or longer), both the 'experimental group”and the Ycontrol group' are tested
again with a posttest measure.

Depending upon the idiosyncracies and competencies of the researcher
along with a consideration of such factors as sample size, number of vari-
ables manipulated and controlled, and the like, the most typical comparison
made would be of the statistical significance of the difference of the posttest
means for the "experimental’” and the "control' groups. Graphically portrayed,
such a comparison would generally look something like this:

MX - T MC

Figure 1. Comparison of the Means of
Ypxperimental' and 'Control” Groups

In actual. practice what *vpically occurs is that the statistical
significance of the difference between the means (i.e., the distance between
the dotted lines) is determined by computing a £ test or analysis of vari-
ance (E test), or some similar statistical test. And the studies which
have been accomplished as well as the general experience of many people
who work in education supports what is ilwplicit in the diagram in Figure 1l:
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no signiticant difterence.  In o review ol almost three hundred rescavch
studies along this “ine, the "no signilicuam ditterence” is the most fre=
quently reporeed rexearch result.  Other students ol educational change

report similar obscrvations. '

1f one studies the diagyram in Figure I carefully, and also explores
the assumptions implicit in that kind of comparison, several inferences can
be made. First, by emploving the "experimental-control® approach, what 1is

actually being tested is a group solution. That 1is, when we take ‘the old
math program! out and put 'the new math"” in, what we are actually presuning
is that one group solution is better than another group colution. In the
same way, when we compare the ''mew way’ of teaching foreign language with the
"traditional way' of teaching foreign language, or the new physics'" with

the "conventional physics,’” or 'Words In Color™ with "basal reading," or
"team teaching” with the "'self-contained classroom,' 'what we have actuzlly
attempted in our innovations is to take out one group approach (i.e., tradi-
tional) and substitute for it another group approach (i.e., modern or “experi-
mental'). The assumption behind that assumption 1is that there must be, scome-
where, a way of sequencing subject matter, presenting information, or organ-
izing the school which is best for all children. Nonsense! There is no

one way of doing anything in schocl which is best for all children. There

is no one way which is best because children differ.

Some children learn best when subject matter is presented to them in
such a way that they '"discover” the basic constructs, the fundamental generali-
zations for themselves. Other children learn better when subject matter is
sequenced deductively rather than inductively, and they go from the whole to
the part rather than the other way around. Some youngsters learn better when
they experience things directly and concretely, whereas other voungsters learn
better vicariously or when they are "told.” Some students learn better when
their learning experiences are spaced in short segments over an extended period
of time. Other students learn better when they are completely immersed in a
learning experience without interruption for a shorter period of time. Some
students learn better when they are functioning under the direct guidance
and supervision of a more mature person such as the teacher. Other stvdents
learn beitter when they are left completely on their own. Some learners do
better when they "see’” a stimulus, others do better when they kinesthetically
can "feel" it, still others do better when they *hear” the phenomena described
in spoken terms. There is no _one best way of doinrng anything in education,
because children differ. And it is precisely at the point where their differ-
ences are most significant that learning is affected, i.e., their previous
experience, their concept of self, their motivation to learn, their immediate
home background, and the like.

To state it in religious kterms, children are different because God made
them that way. And because God made children different, He himself could aot
devise a program, a methodology, an organizational scheme which would be best
for all children. If God were & curriculum director, in other words, He would

14Frymier, Fostering Educational Change. Appendix A. loc cit.

15.f¢. Wilbur Schramm. 'What we know about learning from Instructional
Television * in Educational Television, The Next Ten Years (Stanford: Institute
for Communication Research), p. 54.
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not look for or attempt to devise & curriculum guide, a teaching technique., &
particular evaluational procedure, = given organizatioral strategem. or any-
thing which would supposedly meet the needs of all children. There is no one
way of doing anything in education, except as it might apply to a given child,
because children are diiferent.

Though it is most certainly true that children are like all other
children in some respects, and like scme other children in other respects,
j.t is also very true that each child is like no other person in still other
respects. And those unique variations happen to be the crucial factors which
affect learning in very profound ways. If we are seriously concerned about
"meeting the needs" of every child, as most people maintain, then we probably
will need to build a whole new concept of education for the years ahesad. We
need a whoily new way of thinking about learning and teaching for the years
ahead. "A School For Tomorrow” represents my own effort to outline what T
think such a schocl might be.

Purposes

Education is not without direction. The purposes or goals of education
are always implicit in the endeavor 1f not expressly stated, and they can be
ferretted out if not already there for &all to see.

Most educational theorists make the point that the purposes of educa-
tion stem primarily from three sources: the nature of knowledge, the nature
of society, and the nature of the indivicdual. ® These are not exclusive
sources, to be sure, but they do represent three places that schoolmen can
go for information and inspiration when they contrive experiences for stu-
dents in schools.

From the nature of knowledge educators can draw upon the structure of
the disciplines, the facts and concepts basic to a particular area of scholarly
inquiry, and the methods of inquiry and the domain which are unique to a
particular discipline as an important source of information regarding what
purposes the school should seek to attain.

Another place that schoolmen can go for information relative to the
purposes of education is to society itself. Population patterns, cultural
expectations, social values and norms, economic forces, language structure,
and the like. The data may come from conventionall? or contemporary
analyses, but knowledge about society represents another source of infor-
mation available to those who seek to determine the purposes of education.

16Ralph E. Tyler, Basic Principles of Curriculum and Instruction (Chicago:
University of Chicago Press), 1950.

17¢f. Edwin G. Goldfield (Ed.) Statistical Abstract of The United States, 1961.

18.¢. Charles A. Reich. "The Greening of America.'" The New Yorker
(September 27, 1970). .o
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A third source of information which can be used to determine educational
directions is what is known about the mature of the individual: intellectual
development, cognitive style, perceptual defenses, previous experience, per-
sonality structure. basic needs motivational patterns, and ‘he like.

Most persons who work in schools recognize that educational programs
and curriculum are built from these three sources. But what most school
people tend to presume is that such programs arxe built something like a
three legged stool: one leg rooted firmly in what we know about the nature
of knowledge; another leg rooted firmly in what we know about the nature of
society; and a third leg rooted firmly in what we know about the nature of
the individual. And that is not correct.

In an abstract sense, persons responsible for determining purpcses and
building educational programs use these three sources of information equally.
In actual practice, however, the various sources are drawn upon in varying
degrees. The result is that different philosophical positions are inevitably
reflected in terms of the values of the people who are involved.

For example, if one presumes that what we know about the nature of
knowledge is of primary importance and what we know about society and the
individual are of lesser importance, that represents one kind of philosophical
posture about educational purposes. For purposes of convenience, call that
YAssumption Number one."

Hierarchially ordering sources in one's mind this way reflects a value
position about what is of greatest worth. Such a value position reflects it-
self operationally in a subject matter centered curriculum, as is frequently
found in most senior high schools and colleges in the United States.

However, if one presumes that what we know about the nature of society
is of primary impoxtance and what we know about the nature of knowledge and
the individual are of lesser importance, that represents an entirely different
value position, an entirely different philosophical posture about purposes,
if you please. For the sake of convenience, call this “Assumption Number Two."

Organizing the sources in one's mind in this way presumes that the school
is basically a social institution intended tc serve social (rather than
individual o~ discipline) needs. The needs of the group aras paramount. In
the United S:utes this ordering of socurces as relates to educational purposes
is evidenced most frequently in the elementary schools. Their concern for
the group, inducing behavior consistent withh the group, and learning to be-
come a cooperative, helpful, obedient member of the group are the primary
concerns. These are reflected in terms of teachers' concerns for claguyroom
management and social contsol. Again, this is a different agsumpfiti about

B L

educational purposes than what was outlined above and described an “Asszump-
tion Number one."

19Virgil Herrick. Strategies for Cericulum Development (Columbus:
charles B. Merrill Publications), 1965, Chapter 1.
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Still another way of ordering sources hierarchially in one's mind
for determining educational purposes would be to presume that what we
know about the nature of the individual is of most importance and what
we know about the nature of knowledge and the nature of society are of
lesser importance. For convenience sake, call this Y"Assump tion Number
Three ."

Setting educational direction and establishing purposes by holding
knowledge about the individual uppermost in one's mind and according to
society and the academic disciplines lesser importance would mean that
educatorg would utilize knowledge and insights from the fields of psy-
chology, biology, phychiatry, and the like xather than from sociology,
anthropology, or political science, say, or any of the other basic fields
of inquiry such as mathematics, chemistry, literature, or foreign lan-
guages. For all practical purposes, there are very few schools which operate
on the basis of YAssumption Number Three.” Some (like Neill's Summerhill
School) are thought of as Mexperimental’ or "activity" schools, but the
fact of the matter is, there are not very many examples of schools which
operate on the basis of this assumption.

The directions of the educational enterprise, the purposes of the
school are never as clear-cut or “neat and tidy” as the logic of this dis-
cussion would imply. Purposes and goals in education always represent a
blend of concerns and a mixture of values. Even so, purposes do c¢iffer,
and practices and programs also differ, depending upon whichever assump-
tion is involved. The school for tomorrow will be built upon MAssump tion
Number Three."

Starting with what we know about the nature of the individual as being
most important, it follows directly that schools and schoolmen will be con-
cernad about and teaching in the direction of individuals' needs. But
Mpeeting individuals' needs” has been talked about and advocated for a
century or mwore in American education. In the section which follows,
another - hopefully fresher = look at individual needs is explored in
curricular terms.

Curriculum

Beginning with the premise that "man is the end,” it follows logically
that “subjecc matter is the means and society a result.” This concept,
stemming directly from ”Assumption Number Three,” presumes that curriculum
is a means to a human end. There is nothing sacred or worthwhile about
subject matter, except as a means of fulfilling oxr attaining human needs.

Deducing such a concept logically from 'Assumption Number Three”
suggests that the curriculum in the school for tomorrow will have a differ-
ent kind of character and be based upon a different set of considerations
than the curriculum in the school of today. And that is so.

Let us begin Ehe discussion of curriculum by postulating cne addi-
tional thing: life is worthwhile. Life is important. Life has value.

ERIC
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Life is an individual phenomenon. Life (or the absence of life) 1is
a characteristic of individual human beings. Groups do not have life.
Even though we may sometimes say “that was a dead group' or Your group came
to life today,” such statements are made only fror the purpose of communicat-
ing by analogy. Life is an individual phenomer..n.

In the very same way, the academic disciplines and fields of knowledge
do not possess life. Whatever history or mathematics or poetry are, they
are not Malive."” They do not live and breathe, give birth or die, make love
or war. Only men can do those things. Life is a characteristic of indivi-
dual men. Life is an individual phenomenon.

Starting from the premise, tlhien, that life is worthwhile, it seems
both reasonable and appropriate to ask: What can schools and schooling
do to maintain and improve any given individual's l1ife? Whatever schools
do, in other words, ought to move in the direction of life processes rather

than the other way. The curriculum which students experience ought to be
life supporting and life enhancing rather than life destroying or life
diminishing, to say it another way. Because life is an individual thing,

anything and everything which goes on under the aegis of the school should
contribute directly to life maintaining and life improving ends .

If we start with the premise that ''life is worthwhile,” perhaps it
would be helpful to try to think about determining curriculum by employing
the kinds of logic and asking the kinds of questions that persons who have
worked to maintain and enhance physical life have utilized. That is, if
we presume that "life is worthwhile,” can we think about curriculum as a
means toward the maintenance and enhancement of intellectual and emotional
life, say, as opposed to physical 1ife? No sharp distinction or hard-and-
fast delineation is intended. What is proposed here is a way of looking
at life in educaticnal rather than medical or economic or poetic terms.

Many people regularly and creatively work at the business of compre-
hending and preserving and improving what might be described as man's
"ohysical®” life. Biologists, physiologists, nutritionists, and physicians,
for example, all werk at the business of perpetuating and upgrading the
physical aspects of individual life. Are there questions they have asked,
methods they have employed, research they have accomplished which could
be useful to those of us who.are concerned about maintaining and improving
intellertual and emotional life (or however you want to define that aspect
of 1life which reasonably and rightly comes under the purview of the school)?

Any careful look at what physiologists or nutritionists or physicians
do would suggest thdt over the years people working in areas such as these
have learned to ask certain kinds of questions of the life reality in order
te function effectively in the business of maintaining and improving physical
life. Five questions, at least, seem central to their endeavcys.

20Jack R. Frymier, '"Some Answers Must Be Questioned,” in Wiliiam

Alexander (Ed.), The High School of the Future, (Columbus: Charles E.
Merriil Publications), 1970. Chapter Two.
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First, what is essential in order to maintain and hopefully improve
physical life? What foodstuffs? What minerals? What vitamins? What
ingredients or elements or whatever are absolutely essential in oxzder to
maintazin physical life?

Is hamburger essential? Is milk essential? Is spinach essential?
Is orange juice essential? The answer to all of these questions is

obviously "no.™

But some things are essential. Oxygen 1s essential for the mainten-
ance of life. Protein is essential. Water and iron and calcium are essen-
tial, too. Over the years researchers have identified a number of ingre-

dients and factors which are absolutely essential in order to maintain life.
And without these essential ingredients the organism will deteriorate and
eveatually die.

The second question is, how much is essential? How much water is
essential in order to maintain physical life? How much protein? How much
oxysen and iron? And on and on. The quantity question is the second crucial
question which researchers in these fields have learned t.o pose.

For most of the essential ingredients, it would appear that thzre is
both an upper and a lower limit to the quantity question. For example,
although the huiran organism absolutely has to have water in order to survive,
it cannot handla 26 to 40 or 100 gallons of water a day. The body cannot
consume and process and utilize that much water in any limited period of
time. Likewise, the human organism cannot suivive ior any extended period
of rime on a thimbleful or even a cupful of water a day. It must have
mowe than that for life to be maintained. Probably, if he had to, an indi-
vidual could cope with and utilize two or three, maybe four gallons of
water everyday. Likewise, a person could probably exist, for some time
anyway, on as little as a quart, perhaps even a pint of watexr every day.
But there is unquestionably both an upper and lower limit to the quantity
question, and there is an optimum amount, too. The quantity question,
therefore, is very real.

The third important question is, where are these essential ingredients
found in usable form? Iron is essential Tor life to continue. Without
iron the hemoglobin is affected, and eventually the blood cells would lose
their capacity to absorb and transmit oxygen throughout the organism to
the various cells of the body. There is iron in my pocket knife, however,
but it is of no use to me at all. I could chew on my knife all day and
not get any essential iron for my body to use. 1In like manner, there is
oxygen in sulfuric acid (H2504), but thaet-will hurt me rather than help
me if I try to get my oxygen that way. In the very same way the oxygen
which is present in carbon monoxide is hurtful rather than helpful; it is
not available in usable form. Ascertaining the location of essential
ingredients in usable form is the third kind of question researchers in
nutrition and physiology have had to ask.

The fourth question is, how much of any essential ingredient is present
within the parameters of any given source? How much iron is present in a
pourd of calves liver cr a tablespoon full of Geritol? How much Vitamin C
is included in a glass of orange juice or an hour in the sun? How much
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fat is preczent in a4 hulrer patty or a glass of milk or three strips of bacon
fried criep @né Hrown? D scribing the content of essential ingredients

is important if proress” mals hope to prescribe what any given indivi-

dual shouid have to meet hic needs.

Unde~ what conditions will the ingestion or utilization of these

essentizl ingredients be r 'st helpful to individuals in order to main-

tain and improve physical .ife? The human organism must have oxygen, that
much we know, but it is &lso evident that each and every human being in

the world has to have access to oxygen in a very steady state. Une can

go without oxygen for one minute, perhaps even two, but after a very short
period of time all of the oxygen in the world will not help maintain physi-
cal 1ife if the supply has been interrupted for even a very short period of

time. The tempoural conditions affecting the availability of oxygen, there-
fore, are verv important conditions to be met i* -ife is to be maintained,
not to mention improved. Pneumonia, for example, restricts the organism's

access to oxygen in an equally significant way.
Y& 3

Time affects the individual and his fundamental needs in other w2ys.
For instance, although the organism needs water, it can survive for several
hours, anyway, without water at all. 4nd though protein is absolutely

essential, too, it can maintain life for many weeks without protein. But
eventually the individual has to have protein or he will die. Eventually
he has to have water or he will die. Time is one of the condition factoxrs,

there fore, which affect the maintenance and improvement of life.

Other conditions are important, too. ._ulcium in quantity is more
essential during certain growth periods of life than at other times, but
it is essential at all periods of life. Vitamin E.is essential, also, but

it is needed in huge amounts if the individual has " cen severely burned.
Vitamin K is essential, but in significant amounts if excessive bleeding
is expected (e.g., during surgery). :

Although neither is an essential ingredient, many persons know the
impact upon the human organism of drinking bourbon on an empty stomach as
compared to eating fatty sausages for half an hour and then drinking bour-
bon. The results are strikingly different. Sequencing materials in one
way results in one kind of impact. Sequencing materials in another way
results in a different kind of impact. Simultansous consumption as opposed
to consequentive sequencing results in another form of impact.

Tn similar matter the body needs more salt during hot weather, more
oxygen during exercise, less ascorbic acid during summer months, and more
lecithin past middle age. '

The point is, there are certain conditions which are most conducive
to maintain the improve physical life, and researchers have identified
many condition factors as they relate to life.
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There are probably other kinds of questiomns which persons concerned
about physical life have learned to ask. These five illustrate the kinds
of thought processes and research questions which are involved. Persons in
cducatrion who are concerned about curriculum may be able to approach the
problems and possibilities of maintaining intellectual and emotional life
by asking similar kinds of questicns. Educators do speak of "food for
thought' and "intellectual diet" and *'watered down'' programs, for example,
so the analogy may not be inappropriate at all. Suppose we press the same
questions in curricular terms. What kind of logic will unfold?

What is essential for the maintenance and improvement of intellectual
and emotional 1ife? What facts? What concepts? What principles or gen-
eralizations or subject matter or cognitive inputs are absolute:y essential
for intellectual and emonticnal life to prevail? Must every individual con-
sume the concept of democracy, for instance, or know that 2 + 2 =472 1Is it
imperative that every human being take in factual data about quadratic
equations, sentence structure, verb usage, the First Amendment to the
Constitution, Macbeth, number theory, time lines, word meaning, OT what?
What subject matter is absolutely essential to the maintenanc~ of intellec-
tual and emotional life?

Jetermining *what is essential?’ is very simple if one operates on
the basis of "Assumption Number One” or “Assumption Number Two.' For
example, if we presume that subject matter concerns are of primary impor-
tance and other factors are of lesser importance, then it is easy and
correct to infer that historians will need to study history, mathematicians
will need to study mathematics, airplane pilots will need to study aviation,
and surgeons will need to study surgery. Or, if we presume that social
concerns are of greatest importance and the nature of knowledge and the
nature of the individual are of lesser importance, it follows naturally
that (for our society) students must experience the English language,
American government, the history of our country, free enterprise, economic
theory, and the like.

In other words, deciding what is essential (what ought to be taught)
is relatively simple and straight forward if we start with the disciplines
or start with social concerns. If we start with individual concerns, how-
ever, the answers are not so readily apparent at all.

YAssumption Number one” isg basically a vocational assumption, it would
seem. If an individual student commi.ts himself to an area of inquiry (e.g.,
poetry, law, engineering, carpentry, accounting, dentistry, faiming, etc.),
then the act of making the commitment means that a human end will be realized
if certain subject matter meang are utilized. But it is important that the
choice be freely made and honestly considered by the individual who is involved.
From that point on, therefore, subject matter becomes a wmean to an individual's
objective, and as such it may rightly be used to control his behavior so that
he will do the right thing at the right time to achieve his own freely chosen
ends.
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The basic root of "Assumption Number One'' is control. Subject

matter and methodology are employed to help the individual fit himse. .
into a giche of his (wn choosing, but he nas to "fit in' and he has

to conform. There are variations possible, of course, but the limits
of tolerance will vary according to the limitations of the particular
subject matter field which is being pursued.

For instance, if an individual decides that he wants to learn to
fly a DC-8 jet &@irliner, it is absolutely essential for him to learn
certain things about the performance characteristics of that airplane it
he wants to stay alive. During take-off, for example, as the airplane
moves down the runway it gathers speed. Whemn it gets to an airspeed
of 158 miles per hour, the pilot rotates the nose up in order to per-
mit the plane to leave the ground and enter the air. If, at the moment
of rotation, the outside engine on the right wing cuts off and loses power,
both pilot and plane are in very real jeopardy. The pilot has seveun-tenths
¢f a second to detect the gine failure and make a correction, or &t that
very low airspeed and minf: ..a altitude the plane will flip completely over
and crash. Further, not only does the pilot only have seven-ctenths of a
second to sense the problem and respond appropriately, it is also impor-
tant for him to know (in the fullest sense of that term) that he will get
no "read out" from the plane's instruments, no warning light or sounding
buzzer, that something is wrong. He will get a slight sensation in the
“seat of his pants' kinesthetically, and that is all. At another airspeed
or another altitude or another configuration of factors, the problem and
his appropriate response would differ. But at that time, at that speed,
and in that place, all he will get is a slight sensation in bis gluteals,
and he has to respond right then and in an appropriate manner.

What is required, of course, is a conditioned response. It is impera-
tive for the pilot to be trained (i.e., for his bshavioxr to be "controlled')
so that he does the proper thing at the proper time in the proper way. He
dare not *'think about’ the problem (except when he is practicing in the
simulator on the ground, of course). He has no time for reflection or
consideration of alternative ways of behaving or assessment of other
factors. He must respond. Seven-tenths of a second is not a very long
time. His teachers must czek '"to control” his behavior if they hope to
keep him and his passengers alive.

If a person wants to become an historian, then he has to follow the
canons of historical research. If he hopes to become a chemist then he
has to "learn chemistry'” as the chemists learn, do experiments according
to "the rules of chemistry," so to speak. Latitude is permitted, cer-
tainly, but the latitude will vary from field to field and area to area

within a field. The medical student has more room for variation in diag-
nosis, for example, than in surgery, or in psychiatry than in orthopedics,
but there are limits, all the same. "Assumption Number One'! presumes con-
trol. Subject matter i3 a means to a subject matter end. 7The overriding

concern is to restrict the l~arners possible range of responses to accept-
able limits so that he will be able to *demonstrate proficiency,’ respond
appropriately,” or "do the right thing,” however it is said.

eRlc -
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In like manner, "Assumption Number Two” also presumes control. The
child is expected to "fit into society,” to 'become a good citizen," to
"be cooperative,” to 'learm to communicate with others in the groups,"
and other such purposes. The basic goal, though, is to use information as
a means to a social end. Fundamenteally, where schools operate upon the
basis of "Assumption Number Two'' children are taught to conform to the expect-
ations of the group, to behave in ways which are apprcpriate to the society,
and tg adopt those patterns of language and thought and feeling which charac-
terize the norms of the larger group. Eair styles, speech patterns, rules of
condupt, values, life styles, social mores, and all are inculcated as ends to
be aqgieved.

iWalking within such an Assumptive framework, schools selected content
which is essential for the attainment of social purposes. Obviously schools
have always served a social purpose, but the questidn here is: Should social
purposes be primary in emphasis or accorded somewhat lesser significance?

The thesis being developed here argues that man is the end, subject
matter is the means, and soclety 1is & result." The old gquestion of whether
man exists to serve the state or the state exists to Serve man is a fundamen-
tal concern. Our nation represents the only major effort in the entire history
of mankind to accord the individual greater significance than the group.

The first question, thevefore, is "what is essential?" Th: second ques-
tion is "how wmuch is essential?” How many facts? How many concepts? How
many generalizations oOr principles are ansolutely essential in order to main-
tain inteilectuzl and emotional 1life? Theoretically, the problem is similar
to the problem ¢f consumption of physical food, in all probability. That is,
there can be such a things as cognitire overload or cognitive stuffing--too
much input, and there can obviously be such a thing as stimulus deprivation--
too little input. There is no doubt that when the human organism is deprived
of at least some kind of stimulation, it withers and dies. We have enough
evidence from stimulus deprivation studies such as those by Hebb2l and
Berlyne to suggnast that some stimuli are absolutely essential. Or, we
can throw stimuli at students so rapidly and with such volume or vividness
that they cannot handle them; they get a kind of cognitive indigestion, if
you nlease. But the quantity question is very legitimate and very real.

The thirc question; is “Where are these essential ingredients found in
usable form?"” We do not really know what is essential, but the fact is that
if we did, we would probably know fairly well where to find it. We know, for
example, that a history book contains a certain kind of content, a science
film contains another kind of content, a mathematics workbook contains another
kind of content we have some idea where content is located in usable form.

We do not know that nearly as well as we think we do, though. For example,

2lp, 0. Hebb. The Organization of Behavior. New York: John Wiley
and Sons, Inc., 1949.

22p, E. Berlyne. Conflict, Arousal, and Curiosity. New York: McGraw
Hill, Inc., 1350. :
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1 do no- think we have much of an idea at all what is contained in an hour's
counseling sessiom or a field trip to the zoo or the bakery or the fire house.
I dc not think we know what students get out of these kinds of experiences.
And even when we :now, for excmple, that there are certain quantitative con-
cepts portrayed in a mathematics book, we are not reelly very knowledgeable
about exactly what that content is. Wwe know something about the third ques-
tion, but unot a lot.

The fourth quastion is "How much content is included within the para-
meters of any given educational unit?” How many facts or concepts Or prin-
ciples are in this textbook as opposed to that one? What is the content of
a given lecture: how many ideas, how many generalizations are in an hour's
science film? Or again, how many facts or concepts or principles of general-
izations are present in the hour's field trip to the zoo, or the counseling
session, or the reprimand or the whipping that we sometimes give young people?
What is the content of content, so tc speak? What is included within that
educational experience which we contrive and which we prescribs, that when
the individual partakes of that experience, (and sometimes we force it down
his intellectual <ullet, so to speak) we can have confidence in what he
receives?

I suggest that we really do not know much about that either. Some~
times Wwe have an intuition that one history book has more content in it than
another, but we cannot talk abcut that content precisely. Most of us, for
example, even though our own field is not life sciences or nutrition, know
more about the number of carbohydrates or the number of calories in a soda
cracker or a french fried potato than we do about the number of facts or
principles in a book that we teach in our own subject matter field. The nu-
tritional information, in fact, is much more widespread and much more widely
known than our own field. We do not know that content of content, so to speak.

How aiout the fifth question? ™Under what conditions will the consump-
tion of thesc¢ kinds of intellectual ingredients be most conducive to optimal
intellectsa: and emotional health, or optimal intellectual and emotional life?”
Should s.ue things come first, and other things come second? Should they come
under prassura or with praise? Should they be accompanied by punishment, or
should they %e presented with reward? Should they be spaced in <ven units of
time, or should they be made available to the learner in big chunks . £ time?

Interestingly enough, we think we are very knowiedgeable ir this 'condi-
tions' arr. . For example, most of us are not uncomfortable at all about as-
serting that one set of content has to preced another. That is what the
whole notion cf scope and sequence is in curriculum. Thirs comes first and
that comes second. This content ought to be presented at this age level, as
if we know a lot about the conditions which are conducive to optimu: intel-
lectual and emotional life.

T think we do have some ideas about these conditions questions, but the
differences among individuals are so great that many of the assumptions upon
which we operate are almost always wrong. For example, even if all the re-
search in the world indicated that a certain temporal pacing was generally
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most appropriate--for example, that spaced intervals of 2n hour a day every
day for six weeks was mcre effective, on the average, than three hours a dav
every other day for three weeks--for some individuals it would differ tremen-
douslv. Just as certain people who, on the basis of theilr physiological
structure consume certain amounts of alcohoul rezsulting in one kind of impact,
for other pcople consuming the same amount will have another impact. Or,

the consumption of certain wzmounts of salt will have one kind cf impact on
some people and 2 very different kind of effect on other people. And even
though we know what may be appropriate for any given individual, on the av-~
erage, individuals are not averages. 1 do not really think we have a very
good understanding about eveur what conditions are most appropriate to best
serve the individual's intellectual and emotional life.

These five questions--what is essential, how much is essential, where are
they found, in what quartities, and under what conditions will they be condu-
cive to maintaining and improving intelliectual and emotional life? -- are
intriguing but frustrating, but they grew up a whole new area of curriculum
research if we pose them within the framework of "Assumption Number Three."

It is not the purpose of this paper to assume these questions. This writer,
in fact, does not know the answers at all, but he feels the quescions are
very basic, &ll the samc.

Curriculum will probably be different in other kinds of wavs, too. For
example, in the comventional school curriculum usually manifests itself in
large pieces with a relatively fived sequence and of such a nature that the
number of combimations of pieces or various ways of combining the pieces
is relatively small. This is most apparent, for example, with the txra-
ditional textbook (or textbook series for several grade levels) in which
the curriculum "chunk"” has 243 separate pages, say, which are bound on one
edge in such a way that the sequence of experiences is fairly rigidly pre-~
scribed. Because the size and the sequence are such that little variation
or combination of "pieces” is possible, it means that opportunities for
creativity for the teacher are limited. Further, the basic organizing
construct inherent in the conventional curriculum is generally & themutic
or logical approach. Such an organizing principle is supposeédly for the
child, but it actually represents the academic scholar's fundamental concerns.

In the school of the future, curriculum contznt will occur in a large
number of smaller pieces, the sequences possible will be infinitely varied,
and the number of combinations (permutations) of pieces' will be extremely
large. This means that the teacher will have V¥ery real opportunity for
creativity within the curriculum, ar=uring a fresh approach and an excited
teacher every time. The curriculum will not become boring to the teacher
because fresh perspectives and novel arrangements will serve to bring new
insights and fresh perspectives to the teacher year after year.

The conventional school's curriculum is organized for the scholar, in
other words, and the basic organizing concern is for storage. The curriculum
of a school for tomorrow will be organized for the teacher's use, and ithke
basic organizing concern will be for.retrieval rather than storage. To
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say it another way, the conventional curriculum is organized much like a
library; pood for putting materials inte but difficult o get them back out
for nse. The curriculum of the future will have thouzauds of "pieces,' stored
in any oue of a variety of ways (even randomly, perhaps), but each "piece'
will be instantancously available to the teacher, who needs & particular

bit of subject matter to fit a particular student's particular learning

aeed. Such a curriculum will require & different concept ol instruction,

so ‘n the next sectic1 we will explore some of the theoretical aspects

of teacher-pupil interaction in a conventional school and in & school

for the future.

Instruction

Teaching-learning situations involve teachers and students in inter-
active relationships within some kind of context. Although contextual
factors are extremely important, for the purposes of this paper they w1l
not be described or dealt with in any way. The basic intent here will be
to focus sharply upon the teacher-~student interactive relatjionships, in-
stead, and to explore that relationship in sSome detail. The central pro-
position to be advanced is that we must turn the whole interactionr around;
the logic of the relationship in the conventional school is backwards and
wrong if we want to build a school on the basis of YAssumption Numnber Three."

Figure 2 might be one way of portraying graphically the educational pro-
cess as it typicaliy occurs in a conventional school:

{1 2)
—— 1/, e

{6) 3)

-6 T

Teacher Student

Figure 2. Conventiowal Teaching-Learning Interaction

The logic of conventional teaching starts with (point number ''1")
what might be called teacher output behavior. That is, the teacher says
something, does something, or otherwise behaves in some overt manucrt te get
the teaching-learning cycle underway. "Everybody open your books tc page
73", or "Betty, go to the board and write this problem down'; or "The lesson
today deals with the use of the apostrophe.' After the teacher output beha-~
vior occurs, the student is expected to receive and take in (point number "2')
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the lecture, demonstration, or whatever, then to comprehend it and give mean-
ing te it (point number "3'), before he responds in behavioral output fashion
(point numter “4") himself. In other words, in the conventional logic of
teaching and learning, teaching begins with the teacher's output behavior,.

"Gocd" teaching, in the conventional sense, is d-fined as the exten:
to which the student's output behaviors ('4") follow directly from and are
a function of the teacher's output behaviors {"I). To say it anothez wawv,
in the conventional school student response is exovected to be consistent with
and a direct corollary of the stimulus which the teachkar provides in his own
behavior at point number "1." Likewise, Ygocd' learning in the conventional
school is reflected in the extent to which what the student does ("a"™ is
consistent with and directly related toc whut the teacher does ("i'"y. Such
a model presumes that the student both does and ought to follow the teacher's
lead.

The cornventional logic werks beautifully for "transmitting the cultural
heritage” (Assumption Number Two) or ’learning about the subject from the
scholar's peint of view' (Assumption Number One), but it makes no sense at
all on the basis of Assumption Number Three which gives primary emphasis to
individual needs. A graphic portrayal of a teaching-learning interaction
which presumed that what we know about the nature of the individual is of
more significance than what we know about the nature of society or the na-
tuve of knowledge might look something like this:

3)

@) /;

@) 5)

Z ~
- - \
(1)
Teacher | Student
Figure 3. Teaching-Learning Interaction in

A School for Tomorrow

In the model outlived here as appropriate for a school for tomorrow,
the teacher's first professional act is one of intake or receiving or
observational-type behavior (point number '"1'). After the teacher sees
or hear s - otherwise observes the student's output behavior (point number
161"y the professional then interprets the behavior (point aumber ‘12",
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brings his past experience and professional training to bear, and attempts

to make sense out of the pattern of observational data which has come to

him through the intake process of point number Y1". ¢.1lowing this inter-
pretation and understanding ¢f the student and his n=zeds, then the teacher
responds (point number *4"). Teacher response follows from and is a function
of the student as stimulus (*6*), in other words, and what the teacher does
comes after and is a functrion of the student's behavior as perceived by the

teacher. Such a notion literally turns the conventional logic of teaching
around .

Some persons might want to argue that such a reversal of logic and
roles is unwarranted. Perhaps an illustration or two would clarify the
logic of teaching based upon "Assumption Number Three’ further.

Physicians, whom most would recognize as performing highly professional
and important helping roles, function primarily on the basis of the inter-
active relationship outlined in Figure 3 above. That is, the physicians
basic task is to receive information from and about the patient (intake
behavior as represented at point number *1") in order to assess the pro-
blem and diagnose the patient's difficulty. Following this, the physician
interprets what he sees and hears and pieces the observational data to-
gether in his mind (point number "2") before he prescribes or tells the
patient what to do (point number "3'). The most effective physicians are re-
cognized as those who are most skilled at observation and inference (diagnosis)
and whose directives or decisions or prescriptions follow directly from and
are precisely related to patient’s need (as manifest at point number "6y .

The came is true of effective waiters or architects or other persons
who serve in helping roles. They work to make careful observations of the
patron's or client's needs, and then they respond in ways designed to meet
those other person's needs. The effective helper, in other words, takes his
cues from careful observation of his client's needs, and the extent to which
he can meet those needs will always be reflected in the helper's own output
behaviors ("3™). The extent to which the person providing the help (be he
physician, waiter, architect, or teachear) is able to receive completely and
comprehend adequately the reality of the persons’® needs who is being helped
is crucial to intelligent output behavior on the helpex's part (be it pre-
scription for healing, plan for building, meal for eating, or stimulug for
learning) .

There are many other factors about the wmodel of teaching-learning being
advocated here which are important, too. To go back to Figure 3, for exam=-
ple, we can note that a variety c¢f student output behaviors are represented
by the several arrows portrayed at point number "6. These several arrows
are meant to describe two kinds of phenomena, both of which are considered
important. First, the range of behaviors which might reasonably be expected
to be evident among a number of different students. Second, a range of
behavioral variables which might reasonably be expected to be important
within any one student. .

Q
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The conventional logic of teaching focuses upon differences within the
group and between groups, whereas the logic of teaching which is being suggested
for the school of tomorrow would focus upon differences within the individual
and between the individuals. To point out that "Bill is different than Mary,"
or "joe is a different person with different learning needs tbhan John" is
tc state the obvious, but the conventional logic of teaching does not provide
a mechanism or theoretical rationale for dealing with the obvious. Because
the conventional logic of teaching begins wi ~eacher output bahavior, students
are expected to receive and understand and pehave in apprepriate ways dictated
by the teacher's own overt behaviors, regardless of the students' differences
or individual learning needs. Differences betwee: students, therefore, are
important factors and can only be recognized and attended to if teachers begin
their professional endeavors by receivingz information about such differences
and such needs as the first act of professional behavior. After they recognize
these differences, they will then be in & position to respond in differentiated
ways according to their understanding of the students' differentiated learning
needs.

The second pattern of differences is equally important. Individuais
differ, we know, but these differences manifest themselves among & host of
important variables within each individual. For instarnce, ability is an
important personal variable, and so is achievement, but they are not the
same. Likewise, personality structure, motivation, creativity, age, and
mar other factors are thought to be important factors which relate to learn-
. Ard all exist within every child in varying degrees. Those of us who
work in education know that all of these variables are important, but we have
not had the kind of experience and training, generally, %to cope with them
conceptually or ovperationally in effective ways.

Suppose, for 2xample that we try to think about and describe variati:ans
within individuals and between individuals in some holistic, total way.
Peope are totalities. They live and learn and function as total entities.
At the same time, if we are to try to comprehend the infinite range of varia-
tions which characterize all men, we need to have some way of thinking or
theoretical approach which will help us discern and comprehend the nuances
of differences which are both important and preplexing to educators working to
build a different kind of school and schooling for the years ahead.

Suppose that we start by identifying several characteristics or dimensions
of individual behavior which are felt to be important and relatively discrete.
That is, general experience or empirical studies would suggest that they are
significant but different factors which ought to be considered in any teach-
ing effort. Let us begin by listing five: ability, motivation, achievement,
creativity, and cognitive style.

These factors are probably related, but they are usually thought of a3
Ydifferent’ variables - different phenomena - within that totality that we
think of as the human organism. Working with just these five factors (and
most persons would argue that others are equally or more important), suppose
that we begin by trying to think about each factor in a trichotomous way.
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When we think about auil:.: -, for example, we can try to imagine three
different kinds of ability or three different levels of ability, however
one chooses to approach the task:

High Ability
Average Ability
.ow Ability

There is no doubt, of course, that trying to think about human ability
in such a simple, trichotomous way is extremely crud=. Obviously it does
a tremendous disservice to all that we know about the richness and variation
in human ability to try to think about ability in such a simplistic way.
That point is granted. 1In fact, that point is the basic thesis of this
entire paper. However, as a way of trying to think about diversity in
theoretical terms, the reader is encouraged to withhold his biases, for a
time at least, and try to conceptualize a way of thinking about people as
total human beings in precise ways.

For example, if we can think about three levels of ability, perhaps we
can also envision three levels of motivation, three degrees of creativity,
three kinds of cognitive style, and three levels of achievement. All of the
reservations the leader has about dealing with complex phenomena in simplistic
ways apply here, too. Even so, if we can withhold judgment for a bit longer,
perhaps we can outline a concept in crude but beginning ways.

Starting with the five postulated variables or aspects of individual
behavior, we can create a series of "types® of indiviauals, each one fundamen-
tally different in one or more important ways from the others. For example,
one person might be envisioned who would be high ability, high mctivation,
high achievement, high creativity, and with what might be labeled high cognitive
style. That hypothetical individual would be a very different kind of person
than one who was characterized by high ability, high motivation, high achieve-
ment, low creativity, and high cognitive style. By gimply introducing one
variation into the behavioral_pattern, significant differences appear. In the
very same way, a low ability, low achievement, high motivation, low creativity,
and high cognitive style type person would be still an entirely different kind
of human being. And he would need an entirely different kind of curriculum
content and instructional style than either of the other two.

The point.is: people differ. Furthermore, we mneed conceptual tools,
curriculum materials, instructicnal procedures, organizational arrang2ments,
and evaliuative devices to enable us o discern and comprehend the diiferences
in importar i educacional ways.

This line of reasonin; could be developed much Further. That point is
probably apparent by now. What is being outlined is s way of thinking about
teaching and learning which would tuxn the logic of teaching around. 1In
addition, ways of conceptualizing and operationalizing the differences be tween
individuals and within individuals #-~tead of concerning ourselves with the
differences between groups and within groups would be an important step, too.
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No particular argument is intended for the line of thinking which has been
sketched in here. What is important, is that we devise both councepts and
operational tools for describing and inferring from and about the many
differences which exist within and between individuals in schools today.

That would mean, of course, that the s~hool would have to be organized
differently. It most certainly would.
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A PLANNING AND MANAGING MODEL

During this session the purposes are to review the development ani
final product of what we are calling a planning and management model.
The first four or five steps of the model itself will be expanded (as 1
understand the process of planning), and the rationale and processes of
planning will be discussed.

A model can have many meanings; it . range from an ideal or theory
to a practical explanaticn of something. w«ogariless of your ceacept of
a model, the purpose of this one for the institute is to help us visualize
something that is often difficult to directly observe. Many other types
of models can be found to explain the planning process, but the intent was
not to say this is the only conception of the proce s of planning. You
may not even consider it a model, but the original purpose was to explain
planning. If we can improve our comprehension of a process labeled plan-—
ning, John Rodgers and Frank Wimer have done an excellent job of developing
what a committee asked them &0 de.

Let us not argue about whether we have a model or not, but focus on
the meaning of the one we have. All of ug can find specific details of
disagreermsnt, but the test of our intelligence is how to apply or use ix
rather than our criticisms. Adapt the model during the week i~ r& at the
institute, but come up with plans for your home State and compaie the
results back to suggestions in the model before completely rejacting itc,
Basically, I feel the rodel writers did a good job in the two days they
spent with us in developing it.

Billy J. Vice
Department of Vocational Education
Universii s of Kentucky
Lexington, KentuIky




Rationale For Planning

Planning is a tool. Most good tools are dangerous as well as having
the potential for allowing more effective and efficient productivity.
Like a sharp saw, how the planning tool is used makes the difference.
Planning can be used the wrong way——for the wrong purposes, for reasons
other than educat:ional ones, and for an end in itself rather than as a
tocsl. The process of planning has several negative aspects caused by

improper use of planning methodology. Listed on transparencies are some
of them.

Planning As A Process

1. Planning is a means; not an end .
2. Planning is essontial to effective individual and group activity.

3. Planning is a systematic process that allocates and arranges any set of
resources in order to achieve a set of goals.

Negative Aspects of Planning

. Writing a plan becomes an end in itself.

Planning takes time and other resources (expertise, money, etc.)
Communication with others is required

Initiative may be stymied (local creativity, individualism, etc.),
Success of program planned is unknown——prediction.

Problem if:

[« QY B SOV L

Replanning and updating is net dor.e periodically.
Most successful program (wrong alternative) is not planned.
Plan is not considered flexible,

Restraints On Planning

1. Use of artificial and existing boundaries

2. Thinking realistically rather than idealistically

3. Focus on short-run rather than long~r period of time

4. Starting wi-si: available resources at present time

5. Inability :o separate cause and effects of changes taking place

6. Lack of congruence betweer occupations and education of people in these
vocations

Lack of facis, tools, ané capacity of human mind to integrate the variables
W ong assumptions

o~

Assumptions to Avoid in Planning

1. The only resources availatle are present ones.

2. Present use of resources is fixed.

3, Existing ways and means (programs, curriculum, etc.) cannot be changed .

4. The future will be like the past.

5. The planning situation car be confined within a geographical boundary or
other part of a much larger situation.

o
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6. Reaching merc number (measurable) goals is more important than quality
of the educational product.

7. Planning can be a scientific process wvhich does not start with political,
social, and moral vaiues (subjective decisions and data)

8. Too much of a good thing is impossible.

9. An individual has the "right'" to chocse something that does not exist.

The advantages of planning relate to why, how, and results of planning.
Perhaps the basic reason to plan is to improve decision making. Although
planning is usually considered only as a part of management or a part of a
larger system, decisions are made at all times. Different types of decisions
require different types of planning. Some people see planning as concerned
with only securing and optimum utilization of resources, and the man with

the plan does get resources. Befure resources, however, planning considers
needs —- of people, of undeveloped potential, nd of opportunities. It is a
multiphasic system. Some principles, criteria, and reasons for planning are

listed on the following transparencies.
Principles of Planning

1. The primacy of people must be maintained-.
2. The goals established should be realistic, yet challenging .
3. Program planning;

-~ Should be a dynamic procedure wtich continuously re—examines
and re—-evaluates program ueceds, purposes, procedures, and outcomes,
-~ Should focus on desirad change .
-~ Should provide a basis for evaluation.
—~ Should consider all eleuents to be plammed (of the program)
simultaneously,

Criteria For Planning

1. Continuous (long-range, medium-range, short-range)
2. Comprehensive

3. CoorZinated

4., Cooperative

5. Consistent

6. Balanced

7. Qualitative

8. Quantitative

9, GSystematic (process)
10. Efficient

11. Economical

Advantages of Flanning

Better use of rescurces (time, money, etc.)

Can build in change; recognizes change

Easie~ to evaluate means —- ends congruence

Allows better and easier decision-making

Helps to conceptualize program, job, and desirable outcomes

v SN
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6. Plan serves as gulde -- makes job easier
7. Accomplishment is greater,

8. Best means for involving clientele and lay people
9., Good for communication

10. Improves cooxdination -~ both outside and within organization

Processes of Planniag

Many individuals believe that planning is » “imple process of Identifying,
gathering, classifying, analyzing, synthesizing, nterpreting, utilizing (to
make decisior.s). and possibly disseminating objective information. Planning
should be apprcached objectively, but the final decisions (about goals, ways

and means, and tke like) are necessarily a subjective matrer. The planning
prraess only helps make rlecisicns; it does not make them for us. Decisions
about what ought to be -- what changes should be made, what ougkt to he done,
and what to do to bring the changes about --— cannot be wisely answered mechani-
cally. “he computer and otler tools are like planning itself in that the
results are no better than the "i_.put" and "outpu®” expecced. The process is

best approached by involving persons to be served by the cecisions (programs)
to express their felt needs, problems, and values. Actually the concept of
planning is based on certain assumptions.

Planning Components

1. Inventory and aualyze situation

2. Identify and state problem(s) based on needs; involve clientele

3. Define and state desirable outcomes —- both ultimate and specific

4. Analyze and evaluate alternative means to reach projected ends

5. Decide on best way and mean to implement program

6. Program alternative chosen, budget, and allocate rescurces by priorities
7. Implement program to serve clientele

Ability to Plan

1. An understanding of the aature and function of planning

2. §%ill in formulating planning procedures

3. ©kill in identifying problems and needs

4. Ability to decide on significant goals and cbjectives

5. Skill in formulating means and wise courses of action to attain objectives
6. Skill in inveclving key leaders in the planning process

Assumptions of Planning Occupational Education
i
The ideas suggested by our model writers relating to planning "center"
around four or five major steps. These can be expanded or condensed according
<o one's own interpretation of a process. However, I chose to take the four
steps ae suggested and interpret them. Here are the steps shown and my ideas
relating to them.

1. P.IL.E. Model
2. Identify Needs

¢ 10%°



3. Develop Goals
4. Develop Objectives

Develop Alternative Mez..s to Accomplish Objéctives

The results of planning can only be used to justifv resources utilized
to do it. Change must Le purposeful, and purposeful cuange has both force
and direction. Educationsl improvement and efficiency requires changa, but
there can be change without improvemsnt. The planning process is a means
for making better decisions in order to change for the better. Decisici's
about why changes should be made, about what changes should be made, about
how changes should be made, about whe should make changes, about when changes
skould be made, and about where changes should be made are key quastions 0O
be answered. Planning for change is .- ~ontinuous process. Constant evalua-
tioe »f the context of the problem, o. % sufficiency of the resources, of
the apvropriateness of procedures, and _. the quality of the results requiie
contisous planning.

Preparing for the future is always a venture into the unknown. It
necessitates a process for producing the most desirable change and preventing
the leas*~ undesirable change. Planning is a logical attempt for clarifyang
uncertainties, objectifying assumptions, articulating aspirations, and defin-
ing criterja of perfcrmance in order to have a better future. Time, resovrces,
and performance are three general categories of information needed. Although
plannin; is far from bteing a science, experience demonstrates that the pro-
gress we make wily 1ilely depend on the plans we make.
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PLANNING - MOTIVATION ARND METHODOLOGY

INTRODUCTION

A,

Leadership

1. D2finiticn
2. ualities
3. Respcnsib’lities

Motivetion

1. Definition
2. Responsibilities
3. Execution

Planning

Definition

Imbortance of managing planning
Gap of non-management pewformance
- TODAY V5. TOMORROW

W Ny =

The Planning System

The customer/user
The emplcyee/implementor
The boss/b-s*ness
. You in the middle

My =

Four Functions cf Me&nagemant

1. Plan

2. Organize

3. Motivate (direct, delegate, etc.)
4. Coutrol

Concentration on Planning

1. Resources
-~ Man
-~ Money
~~ Materials
-~ Time

R. ®. Cash
Distri:t Education Manager
IBM Corporation
Cincinnaei, Ohio
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Responsibilities to:

-- Custoner/user

-- Employee/implementor
-~ Boss/business

Communication
-- To whom?
-- In whet form?
- What does he like?
- T;hat can he understand best?
-- Who needs to know when the plan changes?

Feedback

-- What do you need?

-- When do you need it?

~- What does it mean?

-~ Who needs to knc=?

-- What overall effect doves it have on your

Sammary

plan?
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PLANTUNG METHODOLOSY

Tuesday, Novembe: 17. 1970

A Compiiter Planning System Concepts

B Desc "iption of a Technigue

C. Tntroduction of a Problem

D. Broat into 13 Groups to Solve P—cblem
E. Irscructor Superviees Problem Solving
. Finis

Wednesday, November 18, 1970

A. Assemble as one Group

B. Instructor Notes Best “~lutions’

C. Two Best Solutions - Presented by Team Member
D. Demonstration of Computer Planning System

E. Summary and Close

Mr. Hugh George
Systems Enginecex

IBM Corporation
Lexington, Kentucky



PRINCIPLES OF TRADE TEACHING

Outline of Courses for Vocational Technical Teachers which enable them to
make better use of Inscructional Materials and to 2id them in writing and
orzanizing those materials

1. Description: A course designed for persons preparing to he teachers
of trade and industrial subjects or for those in.their first year of
teaching of these subjects. An overall view of the vocational
education organization in Kentucky is given as well as a general
picture of vocational sducation throughout the country. The topics
of lesson planning, including the 4-step plau in téaching; teaching
aids; individual differences; and professional improve~:nt of teachers
is discusced. Practice in certain of these areas is provided.

I1. Objectives

A. To familiarize new and prospective trade teachers with accepted
con-epts of industrial education

B. To bring about an understanding of the relationship of vocational
education to the total program of education

C. To understand the importance of, and provide practice in, a well
planned lesson

L To familiarize the student with various teaching aids that
contribute to effective teaching

E. To make the new teacher cognizant of individual differences in
his students and his need to make provision for these needs in
teaching o

F. To cause the new teacher to understand the need for his own
continued professional improvement and show him how this can

be realized

IIL. General Outline of the Course

A. State Organization

1. Industrial and technical
2. Home Economics

3. Agriculture

4., Business

5. Distributive

6

Health Occupations

" L. C. McDowell
Department of Vocational Education
University of Kentucky
TI.exington, Kentucky
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B. Area Vocational Schools
C. Objectives of Industrial Education

1. General
2. Vocational

D. Teachirng and Learning

1. Principles of learning
2. Incentives

E. Courses 6f Study
1. Purposes

F. Lesson Planning

. Preparation

. Presentation

. Application
. Evaluation

PrPLWNH

G. Audio-Visual Aids

i. Types
2, 1llses

H. Individual Differences
I. Professional Improvement
1. Responsibilities

2. Participation
3. Organizations
J. Safety

1. Teacher Liabilities

2. Responsibilities
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INSTRUCTIONAL MATERIAL IN INDUSTRIAL EDUCATION

Description: The course 1is designed to assist the new teacher in
understanding the contents of and need for a comprehensive course
of study. In additiom, the student is provided experiences in
preparing appropriate ma?@rial for use in teaching his occupation.
Some material is prepareg for each section of a course of study.

4

Objectives:

1. To learu the purpose of, content of, and need for a complete
course -of study.

2. To develop the teacher's ability to validate, secure, and create
material needed for their course of study.

3. To improve the teacher's knowledge of types and uses of various
instructioral material in the teaching-learning process.

4. To assist the individual teacher in creating and improving
his course matsrial working toward the goal of a complete
comprehensive course of study.

General Outline of the Course

A. Basic elements of an instructional plan

1. Program of studies

2. Curriculums

3. Courses of study

4. Strucrure of American School Efystem
a. - American high school
b. Area vocational school
c. Post secondary programs

5. Importance of course of study
B. Prepéring a course outline

1. Function of a course outline

2. Parts of course outline

3. Outline formats

C. Tdentification of instructional areas

1. Educatjion in the United States under public supervision
2. General Education

a. Areas of general education
3. Vocational Education
a. Arecas of Vocational Education

g



. Facters in cours. construction

Content knowledge
Philosophy and objectives
Selection of content
Time in learning
Understand the student
The lezarning process
Methods

N OV B Wb

tx1
o
=
C

parts of a course of study

Title page

Introduction

Table of Contents

Divisions of the conrse, time and rotation schedule
Philosophy of school, area, and course

Specific course objectives

Main body of course

Plan of instructional practices

.

.
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1551

. The development and use of instruction sheets

Job sheets or job plans
Operation sheets
Information sheets
Assignment sheets

LN
s @& ®

G. Other materials

1. Evaluation

2. Shop organization plans
3. Student progress records
4. Safety organization

5. Instructional aids

6. Student planning aids

7. Study guides

$:138°
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TRADE ANALYS1S

Description: This course is designed to meet the need of a vocational

teacher for a method which will enable him to identify the teachable
content of an occupation. First the analysis technique is explained
and illustrated. Secondly, each student is expected to analyze the
occupation he intends to teach and to jdentify and arrange the elements
that will be. included in the course of study.

Ob jectives

A. To develop an understanding of the analysis process

B. To identify in detail the skills and knowledge that one must
possess if one is to perform acceptably in an occupation

C. To select the teachable content of an occupation
D. To arrange the elements :o be taught into a logical teaching order

General Outline of the Course

A. The Analysis Technique

1. Purpose of an analysis

2. Identification and aak-down of blocks, - jobs and operaticns

3. 1Identification and :lining of technical-énd related information
B. Making use of the anal sis

1. Determining teach: .g content from analysis of an occupation

2. Arranging in logical order for teacning purposes

1132



PROFESSIONAL DEVELOPMENT PROGRAM

A. I am golng to attempt to give you a brict description of Kentucky's
Plan {or Professlional Personncl Development of which EPDA is a part.

B. 1 am hesitant in telling you about the plan because we feel it lacks
so much to be a good one. However, we have made a start and hopefully
we will have a better one in the future.

c. I alsc want to say that after having attended this conference and
having studied the model for development of leadership in curriculum
planning, I realize we have not carried out all of the steps in a
planning system.

D. Our first step was an assessment of need for professional development.
What are we coiny? TWhar needs *~ be done? What is 1arking?

1. Kentucky has approximately 3,000 professional personnel in vocational
education. We do not have the data on personnel that are needed to
make an accurate assessment. HoOwever, steps are being taken to have
more data. Each year there is a turnover of teachers and other
personnel. So far, there has been expansion. in many of the programs
and the development of new prcgrams. Information like this is
obtained from Part II of the State Plan.

2. Other means used for assessing needs were:

Provisions of '68 Act

Directors of services in Program Planning Unit
Administrators' comments and appraisal

Reports of Advisory Council for Vocational Education

E. Areas of concern which were identified included the following:

1. Preparation of administrators, supervisors, and teachers
in long-range and annual planning of comprehensive programs
of vocational education o
2. Increased effectiveness in working with disadvantaged and
handicapped persons '
3. Development of professional leadership for vocational education
at the state, regional, and local levels
Development of competencies needed to evaluate programs at
state, regional, and local levels »
Development and revision of curricula in vocational education
Development of career exploration programs
Preparation of counselors in the vocational aspects of guidance
Development of comprehensive programs in teacher education in
vocational education

~
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Mary Lois Williamson
Director, Supporting Services Unit
State Department of Fducation
Bureau of Vocational Education
Frankfort, Kentucky
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9. Dpevelopment of a back to 'business or industry' experience
program for experienced teachers of vocational education
10. TImprovement of instructional effectiveness
11. Preparation of persons for new and expanded programs
F. The next step was to decide what should be done during the year.

Which areas and what objectives are we concerned about? kKefore
discussing what we are doing, I would like to go to another step
which is - looking at our resources.

1. See page three showing Institutions Providing Vocational
Teacher Education 1969-70. These universities are offering
approved programs as indicated on the chart.

2. Another resource that had to be looked at was funds
under Title IT, EPDA.

G. After determining priorities and objectives for the year, we had
to decide how they would be funded. I do not want to bore you by
analyzing every step, so I'll jump from here to some of the projects
that are urnderway. Because we recognize the need for developing
leadership at the state level, this was one of the top priorities.
Some of the projects planned for state level personnel are:

1. An institute is now underway on systems approach to long-range
and annual planning. The entire Bureau staff plus representatives
from the community colleges and the regional superintendents of
vocational education are involved. Three days per week for a
period of four weeks from 10 A.M. to 3 P.M. are scheduled for
this institute. It is held in Frankfort sc the staff has time
to take care of routine business before and after the 10-3 period.

2. During ‘January and February four teams composed of persons who
attended the institute will work with regional personnel on the
sy=tems approach to long-range and annual planning. Then the
regional personnel will work with local personnel.

3. A four~day workshop on Performance Objectives was held for members
of the Evaluation Task Force, Directors of Services, and others at
the state level. This contributed to two areas of concern; the
leadership development and to developing competencies in evaluation.
Research and Training funds were used for this project.

4. Another inservice project for state-level staff is to be held during
the last half of the year tc give help on implementing the provisions
of the '68 Act. EPDA funds are being used for this project.

5. Other projects funded under EPDA for 1970-71 are:

Working effectively with disadvantaged persons.

Working effectively with the handicapped.
Both of these were planned fur teachers, supervisors, coordinators,
and administrators. Two-week institutas were held in July and
follow- through sessions are being held during the year. At the
end of the year a handbook is to be prepared by selected partici-
pants in the institute. .
A two--week institute on Developing Administrative Leadership
planned for regional administrators, coordinators, and supervisors
of vocational education programs was held at two universities -

Q subsequent sessions are being held during the year.

i sl



INSTITUTIONS PROVIDING VOCATIONAL TEACHER EDUCATION

1969-70
Teacher Institutions .
Education U. of| Murray Morehead Eastern Western Ky. Berea U. of
Programs Ky. State State Ky. Ky. State College Louis-
U. u. J. U. Ccllege ville
Agriculture X * X * X ) X
Business &
Office X * X * X X * X * X
Distributive :
Education X X
Health
Home
Economics X * X * X X X * X X X
Technical
Trades &
Industry X * X X X X
Guidance X *
Administra-~
tion *

X - Preservice Programs
* - Graduate Programs Leading to a Masters Degree

i u epil
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6. We also have two vocational educators working toward a Doctorate
under Section 552.
From the standpoint of developing leadership, inservice projects
have been planned and some carried out for state~level staff on
planning and on writing performance objectives ~ for implementing
parts of the '68 Act and in the area of administrative leadership
for regional and local administrative personnel..

Plans fov next year

Because of the limited number of personnel who are being prepared and upgraded
in the priority areas, new apprcaches will be used in 1971-72 to make a greater
impact in the priority areas. Since Kentucky is divided into 12 vocational
education regions made up of five tO seventeen counties, and there are in each
region comprehensive high schools, area vocational schools, extension centers
of the area vocaticnal schocls, community coll’eges and institutions of higher
education offering vocational education programs, it is proposed that inservice
training be provided on a region-wide basis for all vocational personnel in

the region. This should make it possible for personnel in the region to

de' :rmine the help needed and to develop plans for getting this heip. It
should vesult in more effective programs since the groups werking together
woild have the same training and could more effectively work in teams.

This approach should also be of benefit to vocational educators in institutions
of higher education who will be called on by the regional group to provide
services. Teacher educators will become more involved with local programs,
their needs and the concerns of the local vocational persomnnel as well as the
conditions under which they work.
Proposed Training Programs on a Regional Approach
1. Working with the disadvantaged and handicapped persons
2. Planning vocational programs at regional and local levels

3. TImproving the effectiveness of instruction

4. Developing a comprehensive program of teacher education in vocational
education o

These are the priorities for which EPDA funds are to be used.

Even though we have plans for professional development; we are still at the
very elementary level.
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A MODEL FOR ASSESSING LONGITUDIRAL EFFECTIVENESS
OF CURRICULUM PLANNING AND DEVELOPMENT

The purpose of this paper is to present curriculum decision makers
with a self-evaluation model for assessing curriculum, research, development
training and evaluation techniques to measure the effectiveness of curricu-
lum development as part of a total delivery system. A noticeable increased
activity in the area of vocational program planning has been evident for
some time. An additional impetus is anticipated as a result of the voca-
tional education amendments of 1968. Significant progress in curriculum
development has been made since the passage of the 1968 amendmaznts and
current efforts for evaluating vocational curriculums has yet ro include
a mechanism for feedback of curricular information from the graduates,
parents and employers to the institution. The proposed feedback model for
evaluation on a longitudinal basis (three-five-seven-ten-years) will pro-
vide the leadership with a systematic mechanism for assessing the effec-
tiveness of the curriculum planning and development processes within voca-
tional educat on. The proposed model could be used by state departments
or local inmstitutions and would provide valuable base data to curriculum
planners in vocational programs.

It should be pointed. out that there are limitations to the development
of any model or system to evaluate longitudinally the effectivenss of
curriculum planning. Basically there are two different areas that give
concern to those in critical decisioun making positions. When implementing
a systems approach to longitudinal curriculum evaluation, it is most dif-
ficult to find a model or system that can be implemented in all situations
with the same amount of ease and provide for acceptable cost effectiveness.
Another major problem facing the curriculum leader is maintaining a model
or system once it has been adapted by the policy making body. The longi=-
tudinal assessment of vocational education curriculum planning and devel-
opment is built around the model developed for this paper. For the purpose
of this paper, this writer chooses to use the following definition for eval-
uvation or curriculum planning and development: The identification of a
process for obtaining and providing useful information for making educa-
tional decisions, relative to effecting immediate change, loag-range
planning and for master planning beyond the five and ten year projected
activity.

Ivan E. Valentine
Department of Vocational Education
Colorado State University
Fort Collins, Cotorado
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CIPP CONCEPTS

The CIPP concep s which have been utilized in the deveiopment of the
model have been taken from a draft of the Stufflebeam-Guba paper (1) which
served as a base for the development of the model for consideration at this
conference. Frogram development and planning is said to involve four types
of evaluation. 1In very general terms, these are: 1) context evaluation in
which needs are identified and objectives established; 2) input evaluation
in which an approach or design is selected from among several alternative
wavs of using the available resources to achieve objectives; 3) process
evaluation is the observation of procedures that are systematically ob-
served during the implementation so that a curriculum or a program outcome
can be interpreted in light of what really happened; and 4) product evalu-
ation which is the attainment of cbjective as observed throughout the
assemssment or adaptation of the curricuium so that decisions can be made
relatrive to terminate, revise, recycle or diffuse a product. (2)

For the purpose of this institute this writer has chosen to revise
the Stufflebeam-Guba model and develop four major concerns tc isngitudinal
assessment of curriculum planning and development: 1) input evaluation,

2) process evaluation, 3) product evaluation, and 4) impact or diffusion
evaluation. To better understand the model the following definitions have
been advanced for the participants’ consideration as they synthesize and
utilize the model for developing and assessing the effectiveness of curri-
culum development activities in their present leadership roles.

Input evaluation: Input evaluation provides the individual with data
to determine the best techniques for design to satisfy goals and objectives.

Process evaluation: Provides procedures for adjusting techniques and
interpreting outcome.

Product evaluation: Provides procedures &nd Jata for decision making
relative to revision, racycle, hold, termination, continuation or diffusion.

Impact or diffusion evaluation: The impact or difussion evaluation
provides procedures and data to determine the effectiveness of the diffu-
sion strategy (implementation).

Curriculum leaders and curziculum specialists in vocational education
regardless of the level with which they function must determine a viable
solution to making the educational delivery system an effective one and
concurrently meet the objectives as stated in the state plan. An exami-
nation of the model indicates there is a governing agency or board legally
responsible for-overail curriculum planning and development. They in turn
delegate the authority for planning and implementing the curriculum devel-
opment strategy to the state director of vocational education. Those indi-
viduals charged with cruicial decision making responsibilities for curriculum
planning and development turn to consultative services (state advisory com-
mittees and councils) for the -expertise in those fields or areas which they
do not neccessarily have within the organization. The main purpose of the
model presented in this papex is to instill in the reader the concept of
longitudinal assessment of curricuclum planning and development as an integral

@ art of the planning and evaluation of the organization and the delivery systeu.
ERIC
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Input Evaluation

Input evaluation as presented in the model identifies the need and
provides for an analysis of the nsed in terms of achieving goals and objec-

tives. Curriculum objectives should be predetermined by identifying goals
or outcomes three-five-seven-to-ten years in advance and are an intc-ral
part of long-range planning process. Curriculum leaders should have basic

understanding of input evaluation and have an awareness and understanding
of the process in terms of curriculum planning and development. In addi-
tion, leaders must have a viable application of the results from input
evaluation relative to decision making in the change process. An analysis
of input evaluation is presented as the first step in the model and does
provide the leader with data to make some basic decisions as a result of
critical review and analysis of this cell identified in the model for
longitudinal assessment.

Process Evaluation

A second facet of the longitudinal curriculum assessment is process
evaluation. The curriculum leacer must do an analysis of the design of the
system for developing curriculum and determining the criteria for interpre-
ting outcome (outcomes are classified as expected and actual outcomes). An
analysis of the existing program and a review of what the program would be
if the changes identified are to be implemented in the future are a direct
benefit of longitudinal assessment. Process evaluation cannot be effective
»less cost benefit analysis has been programmed as an integral part of the

;s and this depends on the ability of the organization to develop real-
. sriorities and establish alternatives. It is important when we plan
© . assessing longitudinal ffectiveness of any kind we test the credibility
of our priority and alternatives in terms of goals and objectives. Process
evaluation also includes the factor of time. Time is of the essence when
we think of developing models for process evaluation. Scheduling periods
for assessment (three-five-seven-nine years) are to become part of a master
plan for implementing change. The aforementioned items are part of the
model in the process evaluation section and these provide the leader with
data for critical review and analysis relative to action to be taken as a
result of process evaluation.

Product Evaluation

The effectiveness of any longitudinal assessment of curriculum devel-
opment is measur~d in terms of the material and resources developed for
the improvement of the educational delivery system. Equally important is
the utilization by the intended audience: are the materials developed being
vtilized, are they being revised or discontinued? Product evaluation in the
system is not complete without a consideration for cost benefit analysis in
terms of effective utilization of all resources involved. Product evalua-
tion will bring to bear a realization that me must measure projected goals
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and objectives in terms of curriculum utilization and the ability of the
product (student) to perform on the job as a direct result of having expo-
sure to material provided from curriculum developmerit. The difussion and
adoption by local agencies is another determinant relative to measuring the
longitudinal assessment relative to product evaluation. It is important
that the decision makers develop and utilize a users satisfaction index
relative to measuring the effectiveness of curriculum related instructional
material that has been developed or are in the process of being developed
for utilization by all concerned within the delivery system. It is impor-
tant that the decision maker determine the adaptability of the curriculum
and materials to an educational setting and the resources required to im-
plement the curriculum on a longitudinal basis. Effectiveness of product
evaluation does involve a critical review and analysis of the cowmbined
items included in input evaluation, process evaluation and product evalu-
ation. The decision maker must consider the responsiveness of the curric-
ulum as it becomes part of the change process within the total educational
spectrum and its influence on long-range planning-. Of eqg:al importance is
the identification of student (graduates) success or deficiencies on the
job as a result of having had the opportunities to be subjected to the
curriculum material and learning processes that are the direct result of
curriculum planning and development. It is important in the product eval-
uation that the decision maker consider what needs to be done with the
product (curriculum, instructional material) based on evaluation; he has
five alternatives to comsider: 1) revision, 2) recycle, 3) hold, 4) con-
tinue, 5) diffusion. Pilot or demonstration projects provide a viable
base for the above decision as a direct result of curriculum development,
longitudinal assessment and master planning.

Impact or Diffusion of Evaluation

An important aspect of longitudinal assessment for the ev~luation of
the impact of diffusion is to determine the effectiveness ¢ » difussion
strategy; did the curriculum material get to where it wil  do - most
good? Data must be collected to determine the effectivene.. .. the diffu-
sion strategy. As indicated in the model, we need to be successful in
longitudinal assessment for curriculum planning and development. Those
responsible for curriculum development certainly would evaluate content of
per formance goals that have been developed for each curriculum and course
therein. Performance goals lend themselves to longitudinal assessment of
curriculum material and the (student) product. A further committment to
diffusion evaluation needs to come about by reviewing the number of programs
that have been implemented with new oxr revised curricula that are the direct
result of curriculum planning and development. The decision maker must
determine the effectiveness of the instructional material, professional
staff, facilities and other resources required to implement new programs
and are the direct result of the diffusion process. Governing agencies or
boards responsible for conducting a cost benefit analysis are interested in
the overall effectiveness of the diffusion process. A major concern to
those in the decision making role is to determine the effectiveness of the
priorities established and the selection of. alternatives for the diffusion
process. The effectiveness of the impact for diffusion evaluation should

b4
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provide a data base relative to the establishment of priorities and alter-
natives. Those individuals responsible for curriculum evaluation (asses-
ing longitudinal effectiveness) must determine the internal and external
constraints within the delivery system. They must determine what are the
capabilities and capacities within the state department or local institu-
tions for contributing to the process. External constraints such as the
willingness of the community to accept new curricula and the speed at
which industry will utilize the graduates of such programs are of equal
importance.

SUMMARY

The results from inpubt, process, product, and impact or diffusion
evaluation provides valuable data relative to assessing (longitudinal)
curriculum planning and development. The model indicates that the decision
realtive to impact or diffusion evaluation should provide the leader with
the data to review, monitor, evaluate and direct activities based on the
strategy for curriculum assessment. With the data accumulated from the four
steps shown in the model the longitudinal assessment of curriculum planning
and development and with a critical review and analysis we do have the data
with which to make the decisions relative to the curriculum effortys whether
to revise, redirect, or terminate. Examination of the model indicates that
if the evaluation (longitudinal assessment) is acceptable then the decision
maker must review the utilization of results and this is done through a
feed-back loop where he can recycle at any point within the model if desired.
The feed-back loop completes the activities for assessment back to the initial
point of longitudinal assessment of curriculum development. Of equal impor-
tance there is built into the model a course of action and options if the
evaluation (assessment) is not acceptable then the decision maker has another
major critical cell within the feed-back loop where he must do a critical
review and analysis. The decision to recycle is based upon the analysis of
input, process, product and the impact or diffusion elements within long-
range curriculum planning and develor "'

It is not the intent of this model to probe into philosophical ccn-
cepts relative to curriculum development and implementation; however, the
model has been designed to provide an effective model or system that will
aid the leadership in curriculum development to implement a longitudinal
assessment strategy to determine the effectiveness of curriculum planning
and development. '

CONCLUDING ST {EMENT

The use of concepts and terminology in the model described herein are
intended to facilitate the understanding and communication by providag a
point of reference which seems to be easily understood. The systems
approach to curriculum planning and development is rapidly being accepted

£14% -



amony vocational educators. The model presented in this paper should be
viewed as a benchmark for tuture activities which will be changed cons-
tantly and improved as vocational educators acquire new technifjues, under-

standing, and experieunce in preparing a systems approac.. -0 curriculum
pianning and development.
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EVALUATION OF LEADERSHIP

My assigned topic is "Evaluation of Leadership .” My first reaction was

to leap at the chance to expound on what I believe are some fundamental prin-

ciples of evaluation to which educatiors should address themselves. But, when
T reached the task o~ riting my thoughts on paper I was horrified to discover
that I am not really e how one should define evaluation or leadership. A

perusal of the literacure will verify any suspicion you may have that few people
could ~ompletely agree on the definition for either evaluatiocn or leadership.

The institute directors have been somewhat helpful in the assignment of
a topic. Their choice of the term "leadership” implies that you are speaking
of 'good' or 'effective' leadership. Educators fraquently use the term leader-
ship in an evaluative sense. I am Somewhat uncertain, however whe ther you are
more interested in leadership or administration. Many different definitiouns
could be found for leadership and administration. The following may prove
helpful. We may define leadership as the initiation of a new structure or
procedure for accomplishing an organization's goals and objectives or for chang-
ing an organization's goals and objectives. (2, p. 98) The leader is conceruned
with initiating changes in established structures, procedures, or goals; he is
disruptive of the existing state of affairs.

The administrator is am individual who utilizes existing structures or
procedures to achieve an organizational goal or objective. The maintaining
of established structures, procedures, or goals is the primary concern of the
administrator.

The distinction between leadership and administration is not meant to
imply that one is preferred over the other. The same variables &re involved in
the exercise of both, I hope your concern &t this ipnstitute is with both
leadership and administration.

What is evaluation? Considering the needs of decision makers and the
uniqueness of the situations to which the term evaluation must apply it lbe -
comes a necessity for the definition of evalwation to be broad-based ard
comprehensive. The Center for the Study of Evaluation defines evaluation as
the process of ascertaining the decision areas of concern, selecting appro-
priate information, and collecting and analyzing information in order to
report sumriry data useful to decision-makers in selecting amomg alternatives.
(1, p- 1) This definition implies a separation of decision-makers and evalu-
ators which may not be in the best interest of education, but the general ideas
set forth in the definition are sound.

Importance of Evaluation

The educational curriculum is indeed a most imporizant aspect of our educa-
tional system. The curriculum is usually a reflection of the society in which
the educational system exists. From my viewpoint a curriculum can be formally

Floyd L. McKinuey . .
Research Coordinating Unit for Vocational Edgcation

University of Kentucky

Lexington, Kentucky
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or intormally organized. It could be a mere lesson or the entire educational
progrm of a state or the wation. The curriculum should emphasize student
achievement. The leaders involved in developing the curriculum are engaged
in the business of assisting in the preparation of the learmer to participate
intelligently and helpfully in the social order of which he is a part. For a
task so important it is mandatory that we evaluate the success or failure of
the effort.

Only through evaluation can we obtain evidence about the relative merits
of curriculum planning, thus enabling decision-makers to make more rational
decisions about the curriculum planning effort. As many other educators have
indicated we have a moral, social and scientific obligation to evaluate educa-
tional endeavors. '

[n curriculum planning we have a moral obligation to students, the ultimate
benetactor and consumer of our product. We have an obligtaion to provide the
best wurriculum possible. This means we need to identify the best curriculum
materials and show that they are superior to other materials.

‘Je have a social obligation. There is a rising tide of concern in this
countxry regarding the efficiency aud effecriveness with which educators are
making use of an enormous porticn of the public tax dollar. "The concern 1is

not only for tax dollars but it also imcludes the utilization of our most
important of all resources -~ the human resources of our country.

We have a scientific obligation. 1If we are tc move away from operating by
hunches, tradition and personal experience we must measure the outcome of the
educctional system to confirm or deny our hypotheses that programs, activities
and services with certain ~har~ :teri- ' 1 v 72ld ce-tain outcomes.

Lc is entirely appropriate and very w:nusual if you do not criticize the
evaluation procedures and techniques I will suggest, but rather inconceivable
that anyone would argue against the need for or *we importance of evaluation.

In education, as in business, government, or any sther institutionm, the first
step toward improvement is to find out where yov s imd. How well is the program,
service or activity accomplishing the things it .s supposed to .accomplish?

Trinciples of Evaluation

For the remainder of my presentation I would like to. discuss with you some
principles of evaluation. It is my «<onviction t:12. these are applicable to the
evaluation of all educational programs, services =ind activities. I have not
attempted to list all the principlas of evaluatior. The principles listed in
the paper are the major ones which st.ould be cor .-dered.

The writings and work of Herber: M. Hamlin snd Harold M. Byiam provide
most of the significant literature to support th principles enunciated in
this paper. The listing of these principles is oy no means an original
production on my part. Hamlin and Byram provid:= the basic list in their
writings .

As you are well aware, other educators hav= set forth many principles
@ ~ evaluation. However, I doubt if very few ed uacators have tested their
FR]Caluation concepts in the clinical setting to -the extant done by Hamlin and

T 1AL Y '
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IZVALUATION SHOULD BE DONE RY THOSE RESPONSIBLE FOR THE PROGRAM AND THOSE
AFFECVED BY IT.

Those individuals responsible for and affected by a program do make
appraisals of thes: programs, regardle¢ss of the information or lack of iunfor-
mation they possess for making such evaluations. Persons responsible for and
affected by programs are the ones responsible for implementing any chaunges
suggested as a result of an evaluation. If these individuals completely
understand and participated in the evaluative process used to arrive at
suggested changes they are much more likely to initiate the changes.

Those who are to check on outcomes should be those who helped to establish
the objectives. This includes administrators, staff members, those individuals
using the materials produced (teachers and students), and the citizens to
whom vou are responsible. We must never forget that utlimately the citizens
retain the evaluation function.

EVALUATION SHOULD BE IN TERMS COF THE OBJECTIVES FOR LEADERSHIP IN
CURRICULUM DEVELOPMENT

‘Those conducting the evaluation must know what the . ™ . Jes are. The
objectives must be written explicitly and made available to a:. concerned with
leadership in curriculum planning. Only if the objectives are stated explicitly
~an an evaluation of the degree of attainment of the objectives be made.

Emphasis should be placed on each unit developing its own objectives. These
objectives should be a reflection of the needs of the people the unit serxrves,
the philosophy held by the people responsible for and affected by the program
of the unit and of the national goals for curriculum planning.

The objectives should be formulated by professional~eddcation personnel,
citizens and students.

The objectives should be stated so as to jndicate clearly what it is that
those persons in a leadership capacity will be expected to do in a certain
period of time. Emphasis in evaluation, then, should be on determining the
extent to which objectives are being met.

When we assess leadership on the basis of the degree to which it accomplished
that which was intended it becomes mandatory that we refrain from comparing one
unit, whether it be state or local, with another. If different objectives are
espoused by the units and they serve people with different characteristics it
is not a sound procedure to make comparisons between or among various units.

EVALUATION SHOULD RELATE LEADERSHIP .TO THE QUALITY OF THE PRODUCT OF THE
UNIT BEING MANAGED .

ERIC 1168
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Fvatuation of leadership in curriculum planning should be product oriented.
The c¢aphasis on product oriented evaluation stresses effectiveness, rather than
standards ol excellence. A review of the literature in evaluation will show
that most emphasis has been placed on process elements or ways and means. 1 am
not saying that the ways and means of attaining objectives are unimportant.
However, I doubt we will ever know which process is most effective for attaining
our objectives unless we meaningfully assess the outcomes of & curriculum planning

endeavor.

To merely use a list of so-called good management practices as evaluative
criteria is assuming, rather than proving, those criteria are good. Almost
none of our cherished criteria or principles of good management have been
empirically validated. Many of them have about as much scientific status as
old wive's tales. Many of them, in time, may prove to be sound. But they
remain te be proven and serve only to describe the program in terms of variables
which we presently ithink are important.

EFFECTIVENESS MAY BE EVALUATED, IN PART, BY THE EXTENT TO WHICH THE INTENDED
POPULATION IS MAKING USE OF THE CURRICULUM MATERIALS PRODUCED

People choose to use the materials you produce, the materials do not choose
people.

[t is assumed that curriculum materials are produced because of an expressed
need. If the lzadership has incorrectly assessed the needs or fails to provide
the kinds of curricular materials which are beneficial to the users there will
be very little use made of the materials. This is a loss of human and financial
resources we can not afford.

EFFECTIVENESS MUST BE JUDGED IN PART BY THE EXTENT TO WHICH LEADERSHIP IS
ECONOMICALLY OBTAINING RESULTS,

The resources of this country are not without limit. In the future if you
are to expect adequate support for your program you (st be prepared to provide
evidence that curriculum planning is a sound financial investment. What you
believe is no longer good enough to convince the people and their lawmakers.

We can talk and argue until the *cows come home"” about the wisdom of assign-
ing monetary values to program outcomes. There are those. perhaps some of you,
who would argue that it is impossible to assign dollar vdlues to educational out-
comes. After all we are dealing with people! Certainly we must always interpret
educational program cost and benefit in terms of peopley and not people in terms
of cost and benefit. The limit of our resources and the demand of the public for
effective and efficient use of tax dollars should encourage us to find better ways
of assigning monetary values to program outcomes. '

17,



EVALUATION MUST INCLUDE AN ASSESSMENT OF THE POLICIES UNDER WHICH
LEADFRSHIP 1S EXPECTED TC FUNCTIOW.

Let me hasten to say that a mere appraisal of existing policies without
any dttention to outcomes is probably as much & detriment as a help to any
program, service or activity. Policies should be adjusted after information
regarding outcomes points to the need for a change in policies.

Policies are very important and must be included in the evzluative effort,
but we should not get caught in the game of degrading or glorifying policy
statements without sufficient information to validate our position.

EVALUATION MUST INCLUDE A CONSIDERATION OF CHARACTERISTICS OF THE
INDIVIDUALS PERFORMING THE LEADERSHIP FUNCTION

Measurements of individual characcteristics :.ay be very crude, but they
must be used if evaluation is to be meaningful. However, curriculum planning
cannot procecd beyond the potential of the people in the leadership capacities.’
Characteristics of individuals performing the leadership function should, of
course, be combined with other information to arrive at recommenda tions.

THERE MUST BE ADEQUATE RESOQURCES FOR CONDUCTING EVALUATIONS

If evaluation is to be successful there must be committment for the evalua-
tion endeavor on the part of the chief administrator. Evaluation will flounder
helplessly in a quagmire of befuddlement if the chief administrator does not
enthusiastically endors= the effort. The staff should have time set aside for
directing, studying, researching and writing as these functions relate to evalu-
ation.

Funds should be set aside for the evaluation effort. This should include
an inservice education program on evaluation for staff members as well as the
normal kinds of evaluation activities which require financing.

Secretarial aund clerical services should be available for the evaluation
effort.

EVALLUATTION PROCEDURES AND TECHNIQUES SHOULD BE COMPREHENSIBLE TO THE PUBLIC.

Traditionally the American citizen thinks of the educational system as
something personal and special, and he wants'it within close reach of his touch
and comprehension. The American educational system developed an atmosphere of
public interest and concern. Laymen have had a large part in this development
and if we are wise we will be very certain that the citizens we serve can
comprehend what we are doing and why wWe are doing it im regard to evaluation.

ERIC
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EVALUATION I3 . CONTINUOUS PROCESS.

[t would seem that this principle is so obvious that it is unneceSsary
to mention it. However, our record for continuous evaluation in education
is a rather poor one. We tend to gear-up for evaluation; then forget about
it for several years.

[t is obvious thai needs, objectives, program: and people change over &
period of time, thus making regular evaluations a necessity.

SVALUATION OF LEADERSHIP FOR CURRICULUM DEVELOPMENT SHOULD BE COORDINATED
WITH EVALUATION OF EDUCATION ON A STATE-WIDE BASIS.

Curriculum planning does not exist in isolation from the rest of the
state's education program. 1f educationzl evaluation is to be effective there
is a need for state-wide coordination. 1f such state-wide evaluation does mnot
exist we should not use this as an excuse for our laggardly ways re.ative to
evaluation.

EVALUATION FINDINGS AND RECOMMENDATIONS SHOULD BE REPORTED TO ADMINISTRATORS,
PROFESSIONAL STAFF, MEMBERS OF THE STATE BOARD OF EDUCATION AND CITIZENS,

Evaluation, if it is to be successful, cannot exist in isolation from the
people. The imglementation of the recommendations will never occur unless the
people responsikle for and affected by leadership in curriculum planning are
made aware of the recommendations.

Conclusion

Many other principles of evaluation could have been listed. The principles
listed may not stand the test of time and use. That is as it should be. I have
tried to limit my discussion of procedures and techniques for evaluation, tempting
as that was. Not everyone will agree with the principles presented and that, too,
is as it should be.

The experiences of those having been involved in evaluation endeavors would
indicite that inertia is one of our biggest roadblocks to effective evaluation.
We can theorize and hypothesize for "hours on end,” but unless we do Something
it is all for naught.. Some would say we have for too. long been holding institutes
to develop sophisticated models for evaluation without ever having continuous
widespread adoption. Models are important, but our critics have a valuable point-
For the benefit of the students we ultimately serve let's initiate an evaluadtion
effort aimed at curriculum improvement. ' ‘
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FOREWORD

THE PURPOSE OF THIS SEMINAR 1S TO GIVE
EACH AND EVERY PARTICIPANT A DEEPER UNDERSTANDING
OF THE FORCES THAT MOVE AND CONTROL HUMAN
BEHAVIOR...ANDD HOW THEY AFFECT MANAGEMENT AND
SALESMANSHIP.

PERHAPS THE MOST CONSISTENT DEMAND ON ALL
LEVELS OF MANAGEMENT 1S THE ABILITY TO WORK
EFFECTIVELY WITH OTHER HUMAN BEINGS. THE PURPOSE
OF THIS PROGRAM 1S TO HELP YOU~--BOTH AS AN INDIVIDUAL
AND AS A MEMBER OF MANAGEMENT--TO DO A BETTER AND
MORE SATISFYING JOB IN WORKING AND DEALING WITH

OTHERS.

ERIC
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PERSONAL DEMANDS ON THE MANAGER: FOUNDATIONS OF LEADERSHIP

LEADERSHIP 1S BASED ON BOTH SKILL AND UNDERSTANDING IN DEALING WITH OTHERS.
LEADERSHIP 1S A FUNCTION THAT DEPENDS ON THESE FUNDAMENTALS:

A.

O

ERIC
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FMOTIONAL STAMINA...TEIS IS A PRIMARY DEMAND OF LEADERSHIP. THE

OBLIGATION IS ALWAYS UPON THE MANAGER, THE TEACHER, THE SALESMAN ...
THE LEADER IN ANY FIlELD TO UNDERSTAND THE OTHER PERSON...NOT ON THE
OTHER PERSON TO UNDERSTAND THE LEADER AND HIS PROBLEMS.

MEASURF S OF EMOTIONAL STAMIN: : THE LAW OF THE SI1TUATION

1. Ev ..UATE HUMAN DEALINGS IN TERMS OF INTELL]INT SELF-INTEREST.
ASit YOURSELF: "IS THIS ACTION TO MY INTELL GENT SELF—-INTEREST?"
NoT: "IS THIS ACTION JUSTIFIED?"

2. RECOGNIZE THAT THE LEADER MUST MAKE DECISIONS. THE FEAR OF BEING
WRONG USUALLY RESULTS IN NO ACTION AT ALL. YOUR GROWTH AS A
LEADER WILL COME FROM BUILDING YOUR EMOTIONAL POTENTIAL...TO FACE
MISTAKES~--AND FROM THEM DEVELOP JUDGMENT.

3. APPLY PATIENCE AND TOLERANCE IN MANAGEMENT METHODS.




O

B.
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KEEP THE COMMUNICATIONS CHANNELS CLEAR.

5. LEARN TO SUST.AIY YOURSSEILF ON LESS PRAISE THAN YOU KNOW YOU REALLY
DEMAND ON LEADERSHIP., THE FARTHER UP

DESERVE. THIS i5 A TIUGH
THE LADDER YOU <L MB, THE
A GOOD JOB YOW :Z DOING.

FEWER PECPLE THERT

ARE TO TELL YOU WHAT

LEARN THAT YOU CAN PREDICT HUM

AN BEHAVIOR.




D.

E

O

BUutLD TWO-WAY COMMUNICATIONS...DEVELOP SKILL IN TRANSMITTAL AND FEED~-

BACK.

BuiLD A POSITIVE SELF-IMAGE...KNOWING HOW TO PROGRAM THE HUMAN COMPUTER
IS AN ESSENTIAL FACTOR IN BUILDING MAMAGEMENT SKILL.

TAKE AN ACTIVE INTEREST IN PEOPLE...LEARN HOW TO DEVELOP THE CONDITIONS
THAT LEAD TO MOTIVATING OTHERS TOWARD POSITIVE GOALS,

RIC -3-



MOT | VATING PEQOPLE

MOT IVATION 1S THE PROCESS OF "SETTING INTO ACTICN ... IT 18 A FUNCTICH
OF PERSOMAL LEADERSHIP IN WHICH THE MANAGER, THE TEACHER, THE ALESMAN, o
THE FROFEZSSIONAL PERSON 1S MOV ING PEOPLE TO ACTION AND DIRECTII'G THEIR £F “OR™S
TOWARD APPROFRIATE GOALS.

MOTIVATION STARTS WITH AKX UNDERSTAND ING OF THE 3ASIC DRI iS5 THAT EXIST IN
ALL HUMAN BE INGS. SOME OF THESE DRIVES ARE MORE iMPORTANT TH.:* OTHERS; HOW=
EVER, ALL OF THEM HAVE A VERY IMPORTANT P4RT 1IN LEADERSHIP UND:RSTANDING.

THERE 1S GENERAL AGREEMEMNT AMONG PSYCHOLOG!ISTS THAT FOUR .'NCONSCIOUS
DRIVES CAN BE IDENTIFIED THAT MOST DIRECTLY INFLUENCE HUMAN BE-HAVIOR, FEELINGS,
THINK ING, AND ATTITUDES.

f. THE UNcoNscious DRIVE FOR LIFE AND SELF-PRESERVATIQN

THIS DRIVE COMES FIRST FOR EVERYONE AND UNDER VIFTUALLY ALL
COND ITIONS. ALL PEOPLE ARE UNCONSCIOUSLY MOTIVATED TO WANT TO Do
AND TO HAVE MANY THINGS THEY MAY NOT REALLY NEED BECAUSE OF THIS
DRIVE. THE DESIRE TO BE WELL, FEEL WELL, AND LIVE LONGER ACCOUNTS
FOR OUR INTEREST IN DIETARY PROBLEMS, RETIREMENT TO FLORIDA, OR
REGULAR CHECK-UPS WITH THE M.D. OR DENTIST. AFTER THE AGE OF hO,
SMALL ILLS ARE TAKEN MORE SERIOUSLY...INSURANCE CEASES TO BE &
MEANS OF PROTECTION AND BECOMES AN ELEMEMY OF SECURITY AGAINST
CEPENDENCY IN OLD AGE.

OLDER PEOPLE ARE MORE SAFETY CONSCIOUS...THEY WANT TO HAVE
AND BUY THINGS THAT WILL PROTECT THEIR SECURITY. BRANDS THAT
HAVE BEEN ESTABL I SHED OVER MANY YEARS CREATE THE IMAGE OF SECURITY.
OLDER PEOPLE LIKE TO REMINISCE AND RECOLLECT THINGS AS THEY USED
7O BE...THIS ENHANCES THE IMAGE OF DURABILITY. '

THE DESIRE TO MAINTAIN GOOD HEALTH AND HOLD TO LIFE ITSELF IS

A FUNDAMENTAL DRIVE THAT REACHES CONSCIOUS LEVELS FREQUENTLY IN
OUR DAILY EXISTENCE AND IS ALWAYS SUBCONSCIOUSLY AT WORK.

1t. THE UNconscious DRIVE FOR ROMANCE

EVERYOME HAS THE UNCONSCIOUS DESIRE TO LOVE AND TO BE LOVED...
TO BE ACCEPTABLE TO AND TO BE WITH THE OPPOSITE SEX. THis BRIVE
INFLUENCES THE BEWAVIOR AND ATTITUDES OF ALL PEOPLE ALL OF THE
TIME. |T HAS ITS COMMERCIAL IMPLICATIONS IN THAT PEOPLE WILL SPEND
MONEY FOR MANY THINGS THAT ARE NOT NEEDED TO P'.EASE SOMEONE THEY
LOVE ... {CONSIDER THE CHRISTMAS PRESENT YOU BOUGHT LAST YEAR FOR
YOUR WIFE OR HUSBAND).

O
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v.

THE UNCONSCIOUS DESIRE FOR ROMANCE FRT  SENCE:3 THE YOUNG
WOMAN IN HER DRESS,; HER BE4YAYIOR, AND HER " MNERS [WRING HER
SEARCH FOR A HUSBAND. [T INTILUERNCES THE Y .i,aG MAWN IN HIS ATTI-
TUDE TOWARD ECONOMIC SECURIY 7. THIS MOTIV. "ON |H HUMAN BEINGS
NEVER OIES. THE DESIRE FOR JOMANCE 13 MORE STRONGLY MARKED In
COUPLES WHO HAVE BEEN MARRI¥ ™ TWELVE YEARS € ¢ LONGER AND 1S OFTEWN
A HIGHLY IMPORTANT INFLUENCE N BUSIMESS, ST-IlhAlL, AND COMMERCIAL
BEHAVIOR.

THE Unconscious DRIVE FOR IMPORTANT (SELF-LSUEEM)

EVERY HUMAN BEING NEEDS PRAISE AN AP:-R ICIATION TO SUPPORT
HIS SENSE OF ADEQUACY.

PEOPLE WILL TAKE ON MANY ATTITUDES, MANNERISMS, AND
BEHAVIORS TO CREATE A SENSE OF ADEQUACY, IMPORTANCE , AND SELF-
RESPECT. MANY WILL SEER TO ACHIEVE RECOGNIT iON &N THE EYES OF
OTHERS THROUGH OFF~THE-BEAM BEHAVIOR...THE FLASKY DRESSER; THE
PROFARE, THE PROUD, THE CONCEITED, THE BRAG¢ 4G, THE LYING=-ALL
ARE MADE THIS WAY BY THIS UNCONSCIOUS MOTI!V/ "iON THAT PROMPTS
THEM TO GAIM RECOGNITION IN THE EYES OF OTHE®mS.

THE GREATEST THREAT TO LEADERSHIP, SALESMANSHIP, OR PRO-
FESS IONAL RAPPORT 1S INDIFFERENCE. WHENEVE® WE DEFLATE THE EGO
OF THE OTHER PERSON, WE CREATE A BLOCK TO OUR COMMUN ICATIONS AND
LEADERSHIP.

A MAN MUST MAINTAIN HIS SELF-RESPECT...HE MUST HAVE A FEELING
OF STATUS AND BELONGING. As LEADERS IN ANY FIELD OF ENDEAVOR,
WE MUST RECOGNIZE THAT HONEST PRAISE AND SINCERE APPRECIATION COST
NOTHING TO GIVE-~-YET THEY ARE PRICELESS FACTORS THAT MANY HUMAN
BEINGS WiLL PAY ALMOST ANY PRICE TO RECEIVE. THEY ARE TRULY THE
ATOMIC ENERGY OF HUMAN RELATIONS.

Tve Unconscious DRive FOR SELF-REALIZAT ION

THIS IS THE MOTIVATION WHICH BECOMES ACTIVE AFTER MOST OF
THE REST FOR MOST OF US. |T COMES AFTER OTHERS INDICATE TO US
THAT WE ARE ADEQUATE PEOPLE. |IT COMES AFTER OTHERS ACKNOWLEDGE
THAT WE ARE WORTHWHILE. [T REACHES OUR AWARENESS WHEN WE ASK
OURSELVES, "YES, THE WORLD SAYS |'M O.K.--BUT WHAT Do | sAav? AM
| GIVING ALL THAT | HAVE TO GIVE, AND AM | REALIZING MY .l
POTENTIALT

THIS 1S THE DRIVE THAT CAUSES MANY MEN OF MATERIAL SUCCESS
TO RETIRE AND TAKE ON RESPONSIBILITIES AS TEACHERS OR IN SOCIAL
SERVICE--OR OTHER WORK THAT PAYS LITTLE IN MONEY BUT MUCH IN
SATISFACTION. :

1157

-



SELF~REAL 1ZATIOH CAN COME TO MAHY THROUGH THE IR REGULAR
WORK ACTIVITIES IN THEIR OFFICE, OR THE PLANT, OR WITH PEOQPLE.

& 8 % B R F L TR RRS

MOTIVATING PEOPLE, WORKING SUCCESSFULLY WITH PEOPLE 1S FAR FROM EASY.
UNDERSTANDING PEOPLE 1S EVEN MORE CIFFICULT=--NEXT TO LOVE, WE CRAVE UNDER-
STAND IMG THE MOST. THE TRUE MEASURE OF LEADERSHIP=~AT ANY LEVEL OF BUSINESS
OR PROFESSIONAL ACTIVITY--18 THE CAPACITY OF AN INDIVIDUAL TO BE SENSITIVE
AND UNDERSTANDING OF THESE BASIC DRIVES IN OTHERS. IT CAN BE ONE OF THE
MOST REWARDING OF OUR HUMAMN EXPERIENCES=~AND, FROM AN ECONOMIC STANDPOINRT,
IT CAN BE THE BEST PAID.

Q -6~
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RAT I NG

A TEMPERAMENT CHECK LIST

NAME

THis CHECK LIST WiLL INDICATE CERTAIN OF YOUR TEMPERAMENT QUALITIES

ANO HOW THEY AFFECT YOUR ADJUSTMENT TO YDUR ASSOCIATES AND ACTIVITIES, BOTH

BUSINESS AND SOCtAL. THERE 1S NO SUCH THING AS A GOOD OR BAD MARK ON THIS
FORM. A MARK OF JO% 1s NO BETTER THAN 30%--1T SIMPLY MEANS THE INDIVIDUALS
DIFFER IN TERMS OF HUMAN QUALITIES.

INSTRUCTION: |F vYOUR ANSWER Is "Yes", enctrRcLe "Yes"; 1F "Np", ENciRcLE "No';

Mo it

Ifr "SomMeTIMES", ENCIRCLE "S".
WOULD YOU RATHER STAY HOME AKD READ A GOOO BOOK THAN GO OUT WITH
A GROUP OF FRIENDS T wmmmem o mm e r e e m e oo me e o o n e == == ot e = YEs

2. DO YOU LIKE TO DO JOBS CAREFULLY AND THOROUGHLY, EVEN WHEN A LESS
PERFECT JOB WOULD BE ALL RIGHT Immemcemeemr e e e mar e m e s cm e YES

. WHEN YOU ARE GOING TO BUY SOMETHING FAIRLY EXPENSIVE, DD YDU
LOOK AROUNO CAREFULLY BEFORE BUYING?wwe-rmmmescemcsmscmconnoroon-o YES

4. DO YOU LIKE TO OO ARITHMETIC PROBLEMS?=memcmccmanrccraeneane———— YEs

5. HAVE YOU LOST OUT IN SOMETHING YOU WANTED TD DO BY NOT MAKING
UP YOUR MIND QUICKLY ENOUGH?=mmeemmmc—cas s ccemmetm oo s YEs

6. DO YOUR FRIENDS THINK YOU ARE PARTICULAR ABOUT DETAILS?=w=—m—a== YES

7. WOULD YOU LIKE TO HAVE THINGS MORE SETTLED AND SAFE IN Y OUR
LiFE~=WITH NOTHI UG TO WDRRY ABOUT AS YOU LOOK AHEADT=wmmemaw—e—=== YES

8. Do YOU LIKE TO MAKE MINOR REPAIRS OR ADJUSTMENTS ON AUTOS,
APPLIANCES, OR ABOUT THE HOUSE7-mcmcee-mmeme—ccmccmcar e caan— YES

9. DDES YOUR MIND FREQUENTLY DWELL ON THINGS YOU WOULD LIKE TO
SEE, DO, AND HAVE7-=cee-mmmmeme e e c o cmcme o mm e mmmmm e m—— === YES

10. ARE YOU IN THE CLOUDS ONE DAY WHILE "DOWN IN THE DEPTHS" ANOTHER

DAY 7 o o om0 o i e = S e e e s e R YES
1l DO You TEND TO BLUSH EASELY?—-——-—--—-------—-—--—-—---——--——--- YES

12, ARE YOU CAREFUL NOT TO LEND MONEY TO ACQUAINTANCES UNLESS YOU
ARE SURE OF THEIR HONESTY (e ocnmmcrmmmerner i ns e r crmnem === YES

O
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No

No

No

No

No
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18.
19.

20.

21.

22.

23.
2.
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70 vou ALLOW PEOPLE TO CROWD AHEAD OF YOU IN LINETr=emme—aceves=

HAVE vou EVER BEEN AFRAID OF LOSING A JOB BECAUSE YOUR WORK

WENT BADLY?_-_~_-_-__--——_—--——_--——_—-_____-_--__-——--—--_—----
DOES 1T ANNOY YOU TO HAVE SOMEONE WATCH YOU AT WORK T wrwnme—mewman=—-

CAN YOU KEEP ON DOING TIRESOME, ROUT INE WORK OVER A LONG PERIOD

QF T|ME?-__-_-_--_____-__-__,_--_-—-----___---____--_---____-u~u

ARE YOU INCLINED TO KEEP QUIET WHEN OUT WITH PEOPLE YOU DO NOT

KNDW WELL?mmmmeemm——momsemee—rs —se——ososommo oo Sosm oSS S mTmmRE T
DOES IT ANNOY YOU TO HAVE PEOPLE TALK ABOUT YOU Tmmemwmmmm e ==
DO YOU LIKE TO REAO SERIOUS BOOKS OR ATTEND LECTURES Tmmemm—me===
Do vYyouU HAVE STRONG RELIGIOUS OR POLITICAL CONVICTIONS Tmemanmenm==

Do vOU HAVE A STRONG DESIHE To FEEL MCRE CERTAIN OF YOURSELF ANO
TG BE MORE SELFmCONFIDENT?memmceommmmoemmoosmmmmn oo anmm oo 2o nmm oo

Do YOU QUESTION THE wiSDOM OF YOUR DECISIONS AFTER YOU HAVE

MAOE THEM?=eeommmmmmmemememae— s —se——oo oo ———moomooooooomoSssmmans
Do YoU LIKE TO TAKE CARE OF THE OETAILS OF YOUR WORK 7 ==mewmmem=——-

Do YOU COME RIGHT TO THE POINT WiTH WHAT YOU HAVE TO SAY REGARD=-
LESS OF THE CONSEQUENCES 7mmmmmmmm—crmmm e s mmmm o m s = m oo s s o

Do vou FINO PEOPLE SO OPINIONATED THAT T 1S HARD TO REASO“ WITH

THEM?--~——-—---—-—-----——---—-——--——-~————---~—--——-———-—-————--

IN THE ORGANIZATIONS TO WHICH YOU BELONG, ARE YOU USUALLY
SATISFIEO TO BE A MEMBER RATHER THAN ONE OF THE LEAQERS [=wmo=—~=-

Do EVEN THE MOST ORAMATIC OF YOUR EXPERIENCES GENERALLY LEAVE
YOUR PERSONALITY MUCH THE SAME?--==s=co-=c--scommscsanssmommoss

CAN YOU EXPRESS YOURSELF ORALLY MORE EASILY THAN N WRITING Tee==
DO YOU REMEMBER PEOPLE WELL?=ecv==cs——==mmmssomoosomosooomsssmes

ARE YOU INCLINED TO EXAGGERATE ABOUT YDUR EXPERIENCES OR ABOUT

WHAT YOU CAN ol J P ituttututateiteietteletin e
ARE YOU USUALLY LATE FOR AN APPOINTMENT Tmemummmntenemseennrase=w
IS IT EASY FOR YOU TO CHANGE AN OPINION OR BELIEFZamemvmmmmn—n~—
Do YOU LIKE TO BE BUSY WITH SEVERAL THINGS AT THE SAME TIME?--=

Do YOU FIND IT EASY TO GET STARTED WITH NEW PROJECTSTomewrmu==-

-8- .
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ARE MOST PEOPLE W!LLING TO COCPERATE WITH YOU

AND YOUR PLANS?eecmemceracncccocnnae— o - n = o = o =

D0 «OU ACCEPT PEOPLE'S MISTAKES AND LITTLE ANNOYING ACT:!ONS
GOOD-MHATUREDLY Jwwm—mmmemmm v cmm e — = e e mmm e c e ———————

WHEN YOU ARE OUT WITH TWO OR THREE FRIENDS, ARE YOU USUALLY THE
ONE WHO DECIDES WHERE TO GO AND WHAT TO DOZw-mevemam=c—a-m——ow=-

DO YOU LIKE TO HAVE POWER OR INFLUENCE OVER PEOPLE, SO YOU CAN
MAKE THEM DO AS YOU WISH?eeemremec e m e c e s m s mm o sr momsewe oo e m = =

ARE YOU QUICK TO SAY WHAT YOu FEEL LIKE SAYING AS COMPARED TO

OTHER PEOPLE?-cmmmme——ame——n e ————————— B ittt

ARE YOU INCLINED TO GO AHEAD AND DO THINGS WITHOUT THINKING MUCH
ABOUT THE OUTCOME ?mememrmemccmsm e meme s e mmemm e e e m—m—e ===

AFTER YOU HAVE OONE THE B81G AND DIFFICULT PARTS OF A JOB, DO YOU
DISULIKE FINISHING UP THE ODDRS AND ENDST=-w-o-- e m e ———————————

HAVE OTHER PEOPLE TOLD YOU THAT yOou ARE A PROUD, STUCK UP, OR
EGOTISTICAL PERSONZ=oeceommm e mmr s e s m—m———c—asse oo ===

DO YOU LAUGH READILY ?ee—emececermm e e c e m e m e ittt Tl 1)
Do YOU CARE WHAT OTHER PEOPLE THINK ABOUT YOU7-=-s-swma-———c===-
DO YOU LIKE TO GAMBLE Jewommcmrrc e s cmcm e m e s e m e mm s s s o e o = =

Do vou FCEL AT EASE UPON ENTERING A ROOM WHERE THERE ARE SEVERAL

STRAMGE PEOPLE?m=mmmmeerre e cccm e e re s s mass m—oroom oo mammsme
DO PEOPLE SAY YOU ARE A PERSON WHO WILL HAVE HIS OWMN WAY Tmmmmmem
DO YOU FREFER JOBS WHERE YOU WORK WITH OTHER PEOPLE?~=~=-=m-=====-
Do YOU SPEAK TO PEOPLE FIRST ON MEETING THEM?em=mc—comeomoo—oosos

ARE YOU ANSWERING THESE QUESTIONS QUICKLY, WITHOUT MUCH THOUGHT

OR DELIBERATION?mme—errmm e rmme e s e e r e s e e e s e— e s oo == — ==

%« Mk
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APPROACH .

THE POSITIVE APPROACH -- PROGRAMMING THE HUMAN COMPUTER

PERHAPS THE MOST POWERFUL ME THOD OF INFLUENCING PEOPLE
UNDERSTOOD AND LEAST UTILIZED IN OUR MANAGEMENT LIVES.
STANDING OF THE "HUMAN COMPUTER"...THE HUMAN BRAIN
BY FAR THE MOST COMPLEX AND MOST EFFICIENT COMPUTE
THE BILLIONS OF CELLS IN THE HUMAN BRAIN AND THEIR INTER-ACTIONS GO FAR
BEYOND THE MOST SGPHISTICATED CONCEPTS OF ELECTRONIC COMPUTING DEVICES...YET
THE POTENTIAL OF OUR HUMAN COMPUTER HAS BARELY BEEN TAPPED. THE CHALLENGE

'S To GAIN DEEPER UNDERSTANDING OF HOW WE CAN BETTER "oROGRAM' THE TREMENDOUS
POTENTIAL THAT LIES IN THE HUMAN BRAIN,

IS THE ONE LEAST

IT REQUIRES AN UNDER-
1S UNIVERSALLY REGARDED A4S

R THAT HAS EVER BEEN DEVISED.

IT 1S GENERALLY AGREED THAT THE ABILITY TO BUILD AND SUSTAIN THE CONF I~
DENCE OF OTHERS...TO MOVE PEOPLE TOWARD POSITIVE GOALS...!S8S MORE THAN TECHNIQUE
OR METHOD...IT EMBRACES A FUNDAMENTAL VIEWPOINT OF LEADERSHIP: THE POSITIVE

1. THE SUBCONSCIOUS MIND 1S THE BASIC TOOL THROUGH WHICH THE HUMAN
COMPUTER 1S "PROGRAMMED'. THE SUBCONSCIOUS MIND IS THAT
DIRECTIVE FORCE WITHIN EACH HUMAN BEING THAT CONTROLS ALl oF
THE ACTIONS THAT ARE UNCONSCIOUSLY PERFORMED.

2. THE SUBCONSCIOUS MIND CONTROLS ALL HABIT FORMATION...HENCE 1IT
CONTROLS THE DEVELOPMENT OF SKILL. SKiLL COMES WHEN HABIT FREES
ONE FROM CLOSE CONSIDERATION OF THE MECHANICS OF ACTION.

3. THE SUBCONSCIQUS MIND ACCEPTS A NEW (DEA READILY BUT RESISTS
CHANGE . HENCE IT 1S MUCH EASIER TO BUILD A NEW HABIT THAN TO
BREAK AW OLD ONE. THE LEADER MAXIMIZES THE DEVELOPMENT OF

PEOPLE WHEN HE BUILDS ON THE IR STRENGTHS RATHER THAN TRYING TO
CORRECT THE IR WEAKNZISSES. ‘
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THE SUBCONSCIOUS MIND DOES NOT REASON...!IT NEVER QUESTIONS
THE DICTATE OR THE WISDOM OF THE CONSC1IOUS MIND. THEREFORE,
ANY POSITIVE SUGGESTION IS IMMEDIATELY ACCEPTED BY THE SuB-
CONSCIOUS...IN FACT, THE SUBCONSCIOUS MIND 1S ALWAYS
INFLUENCED BY A POSITIVE SUGGESTION. WHEN THE LEADER USES
THE POSITIVE APPROACH IN DEALING WITH OTHERS, MOTIVATION
RESULTS.

WHENEVER THE LEADER USES POSITIVE METHODS: "YOU ArRe," "vou can,

"wou WILL," ME MAKES A REAL AND POSITIVE IMPACT ON THE MINDS OF
THE PEOPLE ME 1S TRYING TO MOTIVATE.

THE TRAIT WE CALL SELF-CONFIDENCE STARTS FROM WITHIN. THE
LEADER TRANSFERS CONFIDENCE TO OTHERS THROUGH HIS VERY MANNER
OF TEACHING, SELLING, COUNSELING, ADVISING, AND GiVING
INSTRUCTIONS. WHENEVER HE USES POSITIVE APPROACH AND POSITIVE
SUGGESTION, HE CAN CREATE CONFIDENCE IN OTHERS.

THE ALIBI 1S PERHAPS THE GREATEST ENEMY OF BUILDING CONFIDENCE...
WHEN WE REASON WHY A THING CANNOT BE DONE, THAY PROJECT IS
HEADED TOWARD FAILURE (NSTEAD OF SUCCESS.

-11=
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8. THE LEADER SHOULD UNDERSTAND THE "PRINCIPLE OF EXPEC-
TQNCY". ««IT I8 THE ROLE OF LEADERSHIP TO SET GOALS, BUT
GOALS MUST SE CONSISTEHT WITH THE PRINCIPLE OF EXPECTANCY.

9. THE LEADER MIMSELF MUST BUILD A POSITIVE APPROACH TO HIS
SELF~IMAGE . . .NEVER DECLARE YOU ARE THAT WMICH YOU DO NOT
WISH TO BE...NEVER UNDERESTIMATE YOURSELF IN THE FUNCTION
OF LEADING.

-12-




PREDICTING HUMAN BEHAVIOR

f ABILELTY 1O I'REI'I\,T, MOVE, AN CONTROL HUMAN BCHAVIOR COMIS
10 it AL MEATURL [ S I BE K Wid0) KNOW HuLuW TO:
RECOGNT < PLOPLE A% THEY ARE AND DEAL WITH THEM AS THEY AREL .
THiS MECANS THAT AN ABILITY TO S1ZE UP THE TEMPERAMENT QUALITIES

Ot OTHERS CAN GIVE DIRECT CLUES AS TO HOW THAT PERSON WiILL BLHAVE AND
RECACT TOWARD OTHERS. ALL HUMAN BEINGS FALL INTO THREE TEMPERAMENT
CLAGSES?

INTROVERT - EXTROVERT - AMBIVERT

THE |NTROVERT CXPRESSES HIS EMOTIONS INWARDLY; HE 15 CONCERNED
Wil CAUSES AND ANALYSES OF ACTIONS; HE PREFERS DETAILED, PAINSTAKING
WORK; HE DODES NOT CARE TO WORK WITH AND BE WITH OTHER PEOPLE SO MUCH
A% HE CARLCS TO SCC THE RESULTS OF HIS OwN ECFFORTS. THESE PEOPLE ~RE
THE SCIENTISTS, INVENTORS, ACCOUNTANTS, AND ENGINEERS.

Titc CXTROVERT EXPRESSES HIS EMGTIONS OUTWARDLY AND 153 MORE
CONCCRNUD WITH ACTION THAN WITH CAUSZS; HIS INCLINATION IS T0O PUT
HIS IDEAS INTO ACTION WITHOUT GIVING MUCH CONS IDERATION TO THC
oL 1 8LE CFFECTS OF SUCH ACTION. THESE PEOPLE MAKE GOOD ACTORS,
SALESMEN, ATHLETES, AND POLITICIANS.

TrHe AMBIVERT IS A BALANCE OF THE TwWO EXTREMES AND IS USUALLY ABLE
o ADJUST MORE EASILY AND READILY TO LIFE'S PROBLEMS THAN THE INTROVERT
OR THE EXTROVERT. LlKEWISE, THEY ARE USUALLY MORE SUCCESSFUL IN
DEALING WITH PEOPLE. THIS TYPE MAKES GOOD TEACHERS, EXECUTIVES, ANT
PARENTS.

HOW THE INTROVLERT ACTS AND BEHAVES

CoNCERNING HIS ACTIONS

l. HE DOES NOT LEND HIS MOMEY OR POSSESSIONS READILY.

. HE CAN PREPARE A REPORT IN WRITING EASIER THAN HE CAN GIVE IT VERBALLY.
4. HME IS USUALLY OUTSPOKEN IN HIS VIEWS AND OPINIONS.

Y. HE DOES NOT TEND TO LAUGH READILY.

5. HeE BLUSHES RATHER EASILY .

6. HC TAKES PARTICULAR CARE OF HIS PERSONAL PROPERTY; SUCH AS HIS
CLOTHES, AUTO, ETC. HE LIKES TO TINKER, POLISH, AND ADJUST.

QO
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1. HE 1S NOT A NATURAL PUBLIC SPEAKER.
8. HE 1S EASILY EMBARRASSED IN FRONT OF A CROWD.
9. HE 1S GENERALLY BASHFUL WITH THE OFPOSITE SEX.

10. HE DOES NOT MOVE FAST IN THE ROUTINE ACTIONS OF THE DAY, SUCH
AS TALKING, DRESSING, WALKING, ETC.

1. H. REWRITES HIS LETTERS, ADDS POSTSCRIPTS, AND IS GENERALLY A
"PERFECTIONIST' ABOUT HIS WORK.

12. HE 1S A BIT SLOW ABOUT MAKING NEW FRIENDS.
13. HE LIKES TO ARGUE.

CONCERNInNG HiS ATTITUDES AND BEHAVIOR

1. HE 1S A WORRIER.

2. HE DELIBERATES IN GREAT TETAiL ABOUT ALL DECISIONS; WHAT TO WEAR,
WHERE TO EAT, ETC., AND G'UNIRALLY KT TELLS WHY HE DECIDED TO O IT.

3. His FEZELINGS #“RE QUITE i LY HURT.

4., He DISLIKES BEING ORDERCET "TO DO THINGS.

5. HE 1S USUZ' LY EXTREME LK *1S RELIGION AND POLITICS,

6. HE WOULD RATHER STRUGGLE ALONG WITH A PRDBLEM THAN ASK FOR HELP.

1. HE WOULD PREFER TO WORK ALONE THAN WITH OTHERS.

8. HE 1S MOVED TO HIS BEST EFFORTS BY PRAISE.

9. HE 15 SUSPICIOUS OF THE MOTIVES OF OTHERS.

10. HE 1S INCLINED TO BE MOODY.

i1, HE PREFERS WORK INVOLVING DETAILED AND EXACTING REQUIREMENTS.

12. HE LIKES SECURITY AND DOES NOT WANT TO GAMBLE ON 1T,

13. HE PREFERS BOOKS, CONCERTS, AND ART TO ATHLETICS.

1h. HE DAYDREAMS A GOOD DEAL.

15. HE 1S A VERY CONSCIENTIOUS PERSON.
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HOW THE EXTROVERT ACTS AND BEHAVES

CONCERNING HIs ACTIONS

. HE LENDS MONEY ANO POSSESSIONS REAOILY.

2. HE 1S A FLUENT TALKER; CAN GIVE A REPORT ORALLY BETTER THAN HE CAN
PREPARE 1T IN WRITING.

3. HE 1S USUALLY CAREFUL NOT TO BE OUTSPOKEN 07 HURT THE FEELIN3S OF )THERS.

4, HE LAUGHS READILY.

5. HE RARELY BLUSHES.

6. HE DOES NOT TAKE PARTICULAR ZTAREZ OF HIS PERSONAL POSSBESSIONE,

7. HE 1S A NATURAL PUBLICT SPEAKER.

8. He 1s NOT iLL AT EASE IN FRONT OF A CROWD.

9, HeE 1s ATTRACTEO TD THE OPPOSITE SEX.

1, HE MOVES BRISKLY IN THE ROUTINE ACTIONS OF THE DAY.

1. HE SELDOM REWRITES H!S LETTER3, OF GIVES MUCH ATTENTION 7D CETAILS,

|.7. HE MAKES NEwW FRIENDS QUICKLY.
3. He DoOES NOT LIKE TO ARGUE.

CONCERNING His ATTITUDES AND BenAVIOR

. HE 1S N°T A WORRIER.,

™

. HE 1S NOT BOTHERED BY OETAILS OF WHAT TO WEAR; WHERE TO EAT.
3. HE IS NOT MUCH CONCERNED BY WHAT 1S SAID ABOUT HIM.

4. HE ACCEPTS ORDERS AS A MATTER OF COURSE.

5. HE 1S USUALLY CONSERVATIVE IN HIS RELIGION AND POLITICS.

. HE DOES NOT HESITATE TO ASK FOR HELP IN SOLVING A PROBLEM.
7. HE wouLD RATHER WORK W!TH OTHERS THAN ALONE.

R. HC IS NOT MUCH AFFECTED BY PRAISE.

9. HE 15 NOT SUSPICIOUS OF THE MOTIVES OF OTHERS.

O HE |Is ABOUT THE SAME MOOO ALL THE TIME.

}1. HE PREFERS WORK IN WHICH DETAILS DO NOT MATTER,

12. He 1s A Gooo "GAMBLER'".

13. HE PREFERS ATHLETICS TO BOOKS AND HIGH~BROW ACTIVITIES.
t4. HL SeLDOM DAaYDREAMS. .

15, HE 1S NOT TOO CDNSCIENTIOUS A PERSON.
O
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SOME REQUIREMENTS OF THE LEADER [N RESPZCT TO HU N RELATICME

1. THERE ARE SOME PERSON&L CHARACTERISTICS OR QUAL /FICATICNS JHICH
ARE DESIRABLE FOR EFFECTIVE LZADERSH)IP, ALTRHOUGH THESE TR.AI TS MUST
BE POSSESSED IMITALLY, THEY CAN BE DEVILOPED AN EXPAMNDED. THE SE
SAME. TRAITS ARE FTQUIRED IN CONSULTATIVI SELLING. PERSUADvNG PEOPLE
iN GROUPSy MOT IVATING THEM AND DEVELOPING THEIR IDEAS, VIEWPOINTS
AND FEELINGS IS ESSENTIALLY £ MATTER OF SKILLFUL SALES LEADERSHIF,
THE KEY REQUIREMEINTS ARE:

A, AN [NTEREST 1IN AND A LIKING FOR PEDPLE ARE ' !wPORTANT.
IT 1S NECESSARY TO BE INTERESTED 1IN PEOPLE 5 FELLOW
HUMAN BEINGS ‘N ORDER TO UNDERSTAAND THEM, -."RK WITH

THEM COQPERATIVELY, AND 7O BE ACCIZIFTED BY T --IM. THis
INTEREST 1S USUALLY [INCREASED AS wE LEARN »4RE ABOUT
THEM.

B. EMOTIONAL STABILITY S IMPORTANT E8FCAUSE GrF:iWUP LEADERSHIP
REQUIRES ADJUSTMENT TO MANY DIFFERENT PERSCHALITIES AND
SITUATIONS. A LEADER WHO 1S EMOTIONALLY UNSTABLE IS
LIKELY TO BE CONCERNED PRIMARILY WITH HIS CWwid PROBLEMS,
NOT WITH ADJUSTING TO THE GROUP OR HELPING THE GROUP
MEMBERS ADJUST TO EACH OTHER. HE mMay BE AN UNSETTLING
INFLUENCE, PARTICULARLY DURING PERIODS OF STRESS.

C. SELF-CONFIDENCE 1S IMPORTANT SINCE CONFIDENT INDIVIDUALS DO
NOT FEEL THE NEED TO DEFEND THEIR IDEAS AND ACTIONS
CONSTANTLY AND ARE MORE OBJECTIVE AND CONSTRUCTIVE., As
A RESULT, THEY ARE MORE LIKELY TO ENCOURAGE NEW IDEAS AND
SUGGESTIONS; DEVELOP RATHER THAN HOLD DOWN CAPABLE
INDIVIDUALS; ACCEPT PROBLEMS AS A CHALLENGE TO THEIR
ABILITIES RATHER THAN A THREAT TO THEIR SECURITY;S AND
INSPIRE CONFIDENCE IN THEIR LEADERSHIP, ALTHOUGhH
CONFIDENCE IS CLOSELY RELATED TO ABILITY, A CAPABLE PERSON
MAY LACK SELF-CONFIDENCE WHEN HIS ABILITY HAS NOT BEEN
RECOGNIZED OR HAS BEEN DENIED EXPRESSION.

D. SENSITIVITY TO OTHERS 15 IMPORTANT BECAUSE REALLY KNOWING
PEOPLE AND UNDERSTANDING THEIR UNDERLYING REACTIONS AND
ATTITUDES 1S LARGELY A MATTER OF SENSING WHAT IS NOT ALWAYS
OBY1OUS ON THE SURFACE. DI FFERENT PEOPLE REFLECT THEIR
FEELINGS I}t SO MANY DIFFERENT WAYS THAT, UNLESS THE LEADER
iS SENSITIVE, HE MAY NOT RECOGNIZE UNTIL TOO LATE THAT THE
GROUP IS NOT WITH H{M. SENSITIVITY CAN BE DEVELOPED BY
CONSCIOUSLY OBSERVING AND STUDYING THE REACTIONS OF OTHERS.

O
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2. THE ETFECT:VE LEADER SHOULD HAVZL A VIEWPOINT TOwARD LEADERSHIP
‘WHICH FEECOGNIZES THAT 1T 1S THE GROUP WHC Wi_. 2T THE JoB
DONE, AND THAT HIS PART 15 TG : CVELOP COOPERAT!CN, INTEREST, AND
ENTHUS. ASM. HE SHOULD REA'.1ZE THAT THE GROUF WILL PROBABLY
REFLECT THE EXAMPLE HE SETS. FINALLY, HE Wil . BENZFIT EY HOLDI NG
THE VIEW THAT IT IS HIS RESPONS iBILITY TO GET 4LONG WiTH THE GROUP
RATHER THAN THE GROUP'S RESFONZIBILITY TO GET ALONG wiTHh SHIM,

3. SOME KXKNOWLEOGE OF INOIVIDUAL 2 i0 GROUP BEHAV! "R 1S DESIRABLE FOR
EFFECTIVE LEAOERSHIP. THIS It TREASES THE LEA” tR'S UNDERSTANDING
OF HUMAN BEHAVIOR ANO RESULTS N HIS ADMINIS . *NG BOTH 0LD ANO
NEW SITUATIONS WIT:H MORE CCNFI1 JENCE. KNOWLEDT = CAN BE INZREASED
BY STUDY AND CAREFUL OBSERVAT | “N.

h. THE MOST 1MPC~ ANT REQUIREMENT FOR EFFECTIVE i_E«DERSHIP 'S SKIitt.
ALTHOUGH THE REQUIREMENTS MENT I ONED ABOVE ARE IMMPORTAMT, THEY NEED
TO BE COMBINED INTC SKiLL TC BT EFFECTIVE.

A. KNOWLEDGE OF LEADERSHIP |5 VALUABLE ONL “0 THE EXTENT THAT
I'T 1S PUT INTO PRACT ICE.,

MANY LEAOERS ARE FAMILIAR WITH THE PRINC! ~“. TS OF GOOD
LEADERSHI P, BUT IGNORE THEM |IN PRACTICE, T41s MAY BE
BECAUSE THEY THINK THEY MIGHT NOT BE AS EFFECTIVE IN
USING THE PROPER PRINCIPLES, OR IT MAY BE BECAUSE IT 1S
TOO DIFFICULT TO CGHANGE HABITS,

OTHER LEADERS ARE NOT AWARE THAT THEY TALK ONE FORM OF
LEADERSHIP AND ACTUALLY USE ANOTHER.

B. SKILL IN LEADERSHIP REQUIRES NOT ONLY KNOWLEDGE BUT ALSO
STUDY, PRACTICE, ANO THE FORMATION OF OEFINITE HABITS.

THE LEADER NEEDS TO BE SELF~ANALYTICAL AND SELF=CRITICAL
OR HE MAY NOT RECOGNIZE THAT WHAT HE THINKS HE 1S DOING
MAY BE DI FFERENT FROM WHAT HE IS ACTUALLY DOING.

THE DEVELOPMENT OF SKILL REQUIRES THAT THE LEADER REALLY

WANTS TO BECOME MORE SKILLFULj; THAT HIS KNOWLEDGE BE APPLIED
AND PRACTICED UNTIL HE BECOMES EXPERT iN ITS USE AND CONSISTENT
IN HI S BEHAVIOR; AND THAT HE CHECKS FREQUENTLY TO BE SURE HIS
ACTIONS ARE IN LINE WiTH WHAT HE THINKS THEY ARL.

THE LEADER'S INCENTIVE TO OEVELOP INCREASED SKILL IN HI S
LEACERSHI P USUALLY RESULTS FROM FEELINGS OF SUCCESS AS NEW
METHODS ARE TRIED. {T MAY ALSO COME FROM OUTSIDE AS A
REQUIREMENT OF THE SUPERVI3O0RY JO0B. BOoTH FORMS OF INCENT!VE
ARE DESIRABLE ANO NECESSARY FOR OVERALL GSUSTAINED EFFORT.

I R B R S N I
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